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A b st r a c t
The psychological contract refers to the employee’s perception of the employment 
relationship, considered as the outcome of the exchange between the employee and 
employer. However, this thesis argued that since identity is integral to the 
individual, the psychological contract is, at least in part, influenced by employee 
needs which are sought to be fulfilled. Hence the psychological contract is viewed as 
a positive self-expression, affected by the individual’s developing characteristics.
A longitudinal design was adopted, using semi-structured interviews, diary studies 
and surveys. Data was collected at three, six and twelve months from initiation of 
employment. This thesis presents the findings from this research programme in three 
empirical chapters: Chapter 6 focuses on the qualitative techniques (interviews with 
26 participants and a 5-day diary study with 11 participants) at time point 1, Chapter 
7 covers the qualitative techniques at time point 2 and 3 (in-depth interviews with 20 
participants and a 5-day diary study with 10 participants) and Chapter 8 presents the 
quantitative surveys across the three time points (with 33 participants). The results 
from Chapter 6 showed that the development of an organizational identity is 
fundamental to psychological contract formation while the results from Chapter 7 
showed the centrality o f maintaining a personal identity. The results from Chapter 8 
showed that the psychological contract is sustained as long as personal identity needs 
remain being fulfilled, even if  organizational identification decreases.
Overall, this thesis highlights how the fulfilment of individual identity needs plays a 
major role in the engagement and maintenance of the psychological contract. 
Employees seek to achieve, maintain and enhance their self-esteem, self-efficacy, 
continuity and distinctiveness through their association with their employing 
organization. A multi-systemic approach is recommended when examining the 
psychological contract since its preservation depends on the fit between the multiple 
systems in which the individual operates and not just on the individual’s relationship 
with the organization. On a practical level, it is proposed that an organization is 
more likely to maintain the necessary stability o f the employee’s psychological 
contract if  these individual factors are identified and addressed.
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Th esis  O v e r v ie w
1.1 Introduction
The notion of “psychological contract”, representing the employee’s perceived 
exchange agreement with the employing organization, has gained much attention in 
the last two decades, particularly since the seminal work of Rousseau (1989, 1995). 
Within the academic field, importance to this concept is evidenced by the increased 
number of journal articles focussing on the topic (such as the European Journal or 
Work and Organizational Psychology, Journal of Occupational and Organizational 
Psychology and the Journal of Organizational Behavior). Psychological contract 
research has also been acknowledged as a valuable contribution to practitioners in 
the field of Human Resources Management and organizational leaders at large 
(Chartered Institute of Personnel Directors, 2011).
Career management is increasingly becoming the responsibility of the employee in 
the current labour market while the employer’s duty is to provide the opportunities 
for development and progression (Briscoe & Finkelstein, 2009; Hess & Jepsen,
2009). This may have led to a focus on the psychological contract as a way of 
dealing with this change in the employment market (Baruch & Bozionelos, 2010). 
Latomell (2007) sees the concept as having “great potential to fill an emerging gap in 
employment relations: that of individual-level analysis” (p.277). Indeed, the 
psychological contract is strongly advocated as the basis on which to actively 
manage and maintain the employment relationship (Guest and Conway, 2002).
1.2 Why study the Psychological Contract?
The emphasis on employment as a relationship with mutual obligations that requires 
understanding and management fits the contemporary turbulent market. Factors 
prioritising cost-cutting within the changing world of work, such as types of 
employment and organizational restructuring has brought about an increased need to 
focus on the communication between employer and employees. Such insecurities 
have resulted in more awareness on perceived valued promises (for instance, job
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security and career development opportunities) as these are being threatened (D’Art 
& Turner, 2006). In fact. Guest (1998) describes it as the concept that ‘neatly 
captures the spirit of our times’ (p.649). Table 1 provides a summary drawn up by 
Anderson and Schalk (1998) of the factors influencing the growing interest into 
psychological contract research.
Table 1.1: Factors influencing the growth of Psychological Contract Research 
(Anderson & Schalk, 1998)
Environmental/Organizational 
Level Factors
Individual 
Level Factors
Downsizing
Globalization of markets 
Flexibilisation of labour contracts
New technology
Segregation o f ‘core’ and ‘peripheral’ 
labour markets
Outsourcing and sub-contracting of work 
functions
Flexible forms of work organization
Redundancy
Job insecurity
Flexible working patterns
Temporary, fixed-term and zero-hours 
contracts of employment
Fragmented, cross-function career 
trajectories
Market-driven reskilling and 
restraining imperatives in order to 
retain future employability
The psychological contract is advocated as a new conceptual analytical framework 
that “helps to maintain a focus on employment relations and the concerns of 
employees in a context which is increasingly non-union” (Guest, 2004, p. 551). 
Various aspects have been identified to this effect. First of all, there are typically 
fewer employees in present-day organizations, so the direct contact between 
managers and subordinates is more frequent, reducing the need for a collective 
representative system. Secondly, homogeneity in the working pattern has also
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diminished (e.g. flexible hours, home working), with more emphasis on work-life 
balance, so any process of negotiation often take place at an individual level rather 
than at group level. Thirdly, organizational changes are occurring at a much faster 
pace, mainly due to advances in technology so any understanding of the employment 
relationship needs to take this dynamic aspect into account. The increasing 
effectiveness of human resource management combined with the growth of 
individualism has rendered the psychological contract as a useful construct in 
understanding the employment relationship in the contemporary workplace (Guest, 
2004). Taking context into consideration means that the psychological contract can 
be employed to traditional work systems. For instance, Kalleberg and Rogues (2000) 
found the psychological contract useful to study employment relations in Norway 
from an institutional and sociological perspective, due to its focus on the individual.
1.3 The connection between Identity and the Psychological Contract
Prominent models of identity development (Erikson, 1959, 1968; Levinson, Price, 
Munden & Solley, 1962) have acknowledged involvement in work activities as a 
central element. For instance, in Erikson’s 5^  ^stage of his Psychosocial Theory, one 
aspect of ‘Identity Achievement’ is by developing a work identity during 
adolescence/young adulthood. The link between identity and occupation provides an 
understanding about the self and the process of human development. Work offers 
psychological gratifications to subjective identity needs more than simply being an 
objective means of securing an income.
However while several factors pertaining to the individual, the organization and the 
social world have been identified to influence the psychological contract formation 
and development, the contribution of identity processes as such has not yet been 
researched. This thesis focuses on the influence that elements of individual identity 
have on the psychological contract.
1.4 Schema Theory as an explanatory model
Both psychological contract and identity development processes have been explained 
through schema theory. A schema is a mental model of a concept which allows for 
the cognitive organization of related information gained through life experiences
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(Horowitz, 1988; Stein, 1992). Within organizational settings, these mental maps 
serve as the rules which guide information processing when trying to make sense of 
encountered situations and direct future action within organizational settings (Harris, 
1994; Louis, 1980).
Such schemas are stable and enduring once formed, resisting change. They can be 
conscious or unconscious and serve to compartmentalize incoming data, memorising 
its features as different sensory elements, for example, verbal or visual. Elements of 
a schema can be both collective, that is, shared by members of a societal group, or 
idiosyncratic, created through specific individual experiences. These mental models 
then become the guide for future interpretation of similar experiences (or concepts) 
so that when someone comes across a new situation, either the existing schema is 
modified or a new schema is created.
Individuals interpret encountered experiences according to their existing schema of 
that particular concept. Thus a schema serves to make assumptions about a specific 
situation when this information is not otherwise available (Crocker, Fiske, & Taylor, 
1984). The stable character of a schema allows for a sense of security in complex 
and unanticipated circumstances. However modification occurs to a more accurate 
representation of the concept as new experiences are encountered and more feedback 
is received (Rumelhart & Norman, 1978).
Research on schema formation and change is not only relevant to identity and 
psychological contract formation and development but also to the interaction 
between these two concepts. An entrant to an organization seeks to make sense of 
the novel work relationship with the employer, based on the pre-employment schema 
of one’s psychological contract, with all its perceived obligations and expectations. 
However this thesis argues that such interpretation is also influenced by one’s 
perception of identity vis-à-vis their work role and its relation to other roles. If a 
great discrepancy exists between the current schemata (for psychological contract 
and one’s identity) and the presented work context, then it is likely that the individual 
will move away from that situation to one which is more congruent. This also 
applies to psychological contract development through the course of one’s
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employment. The schema for psychological contract is modified as a new entrant 
gathers more information through the organization’s members and first-hand 
experience. Chapter Two expands on the elements that have been identified to have 
an impact on the nature of the psychological contract. Chapter Three focuses on the 
process of identity development.
1.5 The focus of this thesis
The present work explores the interdependence between identity development and 
psychological contracting -  in schematic terms, how the schema for identity has an 
influence on the schema for psychological contract. It examines psychological 
contracting as a developing process which requires consideration of the individual’s 
changing identity needs, thus recognizing the complexity of the dynamic, 
idiosyncratic and temporal nature of this phenomenon.
So far, changes in the psychological contract have generally been attributed to the 
perceived changing relationship between the employee and employer. Research has 
mostly focussed on the effect of the breach caused by macro-level organizational 
change (for example, merger or downsizing) by defining the psychological contract 
content and the consequences of its breach or violation on the employee’s attitudes 
and behaviour (such as Coyle-Shapiro & Kessler, 2000, 2002; Edwards, Rust, 
McKinley, & Moon, 2003; Johnson & O’Leary-Kelly, 2003; Lester, Tumley, 
Bloodgood & Bolino, 2002; Suazo, Tumley & Mai, 2005; Zhao, Wayne, Glibkowski 
& Bravo, 2007). For instance, Suazo, Tumley and Mai’s (2005) study concluded 
that psychological contract breach is positively related to the employee’s intention to 
quit and negatively related to employee commitment and performance. In view of 
this, Rigotti (2009) highlights that the effects of psychological contract breach cannot 
be taken lightly.
There are three diverse approaches taken by researchers, which conceptualise breach 
and fulfilment differently, namely nondirectional, directional and the “expanded 
view” (Lambert, Edwards & Cable, 2003). The nondirectional approach considers 
breach and fulfilment as opposite polarities, with no specific attention to deficiencies 
or excess of promises while the directional approach positions fulfilment as the
16
central point between breach caused by perceived deficiency and breach caused by 
perceived excess (Coyle-Shapiro & Kessler, 2000). The expanded view 
conceptualises breach “as the discrepancy between what was promised and 
delivered” while “fulfilment occurs when promised and delivered are equal and may 
range from low to high levels” (Lambert, 2011, p. 696).
Shore, Tetrick, Taylor et al. (2004) argued that psychological contract breach and 
fulfilment are not necessarily at opposite ends of a continuum. They compared this 
concept to the issue of health versus illness, inquiring whether “health is simply the 
absence of illness or is it something more?” (p. 345). In support of this reasoning, a 
recent study by Ng and Feldman (2007) shows that breaching parts of the 
psychological contract does not necessarily result in the employee quitting the 
employing organization. An employee’s decision to remain committed to the 
organization might be based on his/her evaluation of the impossibility of replicating 
the present idiosyncratic psychological contract with another organization (Ng & 
Feldman, 2008; Rousseau, Ho & Greenberg, 2006). Alternatively, employees might 
choose to leave their organization even if all aspects of the psychological contract are 
being fulfilled, for example, to relocate closer to family members. Thus, in addition 
to the employer-employee relationship, other factors are at play.
This thesis asserts that factors influencing the individual-organization relationship 
are not necessarily induced by the employer. A link between psychological 
contracting and the employee’s identity has been recognized through cross-sectional 
research within a military organization (Cachia, 2008; Millward, Riga & Tate, 2008). 
New recruits expressed how they aspire to move from an aimless state of insecurity 
and self-doubt where they lacked a sense of identity, to a stable and enhanced sense 
of self, particularly self-efficacy and self-esteem brought about by joining the 
organization (Millward et al., 2008). This progression was confirmed by petty 
officers who had similar aims to the new recruits on joining and now consider 
themselves to have become skilled, self-disciplined and confident over time. They 
expressed that the organization offered them an opportunity to acquire increased 
maturity, direction and belonging where they developed personally and in their 
career.
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Consequently, the focus of this thesis is on identifying aspects of the individual’s 
identity which influence psychological contract formation and how changes in these 
aspects of identity affect psychological contract development. This exploration was 
conducted by enquiring into what the participants consider salient through the 
process of psychological contracting. The overall research questions set out to be 
investigated were:
1. How does individual identity influence psychological contract formation?
2. How does identity development influence psychological contract development?
1.6 The relevance of this topic
This thesis sought to advance understanding of how the psychological contract is 
formed and what factors pertaining to the individual, rather than the organization, 
contribute to psychological contract development. Such knowledge contributed to 
fill a gap in the literature since empirical attention has mostly been given to the 
consequences of violating psychological contract content rather than what forms it, 
that is, its antecedents (Rousseau, 2001). Furthermore it fulfilled its intended aim to 
strengthen psychological contract theory by enquiring into how pre-organizational 
and extra-organizational factors shape the psychological contract which is missed out 
in the literature, as noted by Conway & Briner (2005).
1.7 Epistemological framework
A critical realist perspective was taken which ‘combines constructionist and realist 
positions to argue that while meaning is made in interaction, non-discursive elements 
also impact on that meaning’ (Sims-Schouten, Riley & Willig, 2007, p. 102). So this 
analytic position gave importance to both discursive and non-discursive practices and 
considered that while discourse constructs social reality, it is constrained by non- 
discursive elements. Bhaskar (1989) sees this epistemological position as one that 
brings together the understanding that individual behaviour is affected by one’s 
personal (and social) system and the view that individuals construct their own world 
-  thus combining relativism with realism. This approach also enables the 
explanation as to why and how individuals choose from a range of social conditions 
available to them, applying particular constructions over others (Willig, 2000).
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Furthermore it allows for the consideration of core, stable factors in the examination 
of events (Willig, 1999).
1.8 An Overview of this Research Project
The research strategy and choice of methodologies were essentially formulated on 
the epistemological framework. The overall objective was to enhance understanding 
of the experiences involved in joining an organization and throughout the first year 
of employment: to add theoretical knowledge on the psychological processes 
involved and to contribute to the limited empirical base focussing on psychological 
contract formation.
First of all, a longitudinal design was adopted since the central aim was to investigate 
the changing elements within the psychological contracting process. Secondly, a 
multi-method approach was taken, adopting three techniques which were conducted 
simultaneously: two qualitative and one quantitative, namely semi-structured 
interviews, diary studies and surveys. However, based on the explorative nature of 
this project, the qualitative perspective took prominence in this thesis, with the 
quantitative aspect used to strengthen the thesis outcome.
Semi-structured interviews and a diary study were conducted at 3 months from entry 
into the organization which explored the process from placing the job application to 
that time point. The outcome from this study, which is presented as Study 1, 
unveiled various factors influencing psychological contract formation. Study 2 
focuses on psychological contract development. Semi-structured interviews were 
conducted at 6 months and 12 months from entry into an organization in order to 
capture the salient factors within the participants’ experience from one data 
collection time point to the next. Furthermore a diary study was conducted at the 12- 
month-time point. In both Study 1 and 2, the participants’ accounts were analysed 
using Thematic Analysis, extracting salient themes and interpreting them. The last 
study. Study 3 presents the quantitative component of this thesis which utilises 
survey methodology. Previously identified factors pertaining to psychological 
contract content and form are examined against identity factors across the three time 
points at a within- and between-participants level.
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This research programme reached its aim of contributing to current knowledge 
theoretically and empirically in understanding the process of psychological contract 
formation and development and its application within practice. Its longitudinal 
methodology further enhanced its value since most studies conducted in 
psychological contract research have been cross-sectional (as noted by Conway and 
Briner, 2005).
1.9 The Structure of the Thesis
This thesis is divided into three sections. Section 1 includes a literature review on 
psychological contracts (Chapter 2) followed by a literature review on individual 
identity (Chapter 3). It concludes with bringing these two aspects together and 
defining the research questions in Chapter 4. Then Section 2 presents the 
methodology in Chapter 5 and the studies that were conducted to research the 
phenomenon under investigation (Chapter 6, 7 and 8). The method of data collection 
and analysis, results and discussion of each study in relation to previous literature are 
presented in each chapter. Finally, Section 3 brings together the outcome of this 
thesis, taking into account any limitations in the research design and putting forward 
the implications for theory, research and practice.
1.10 Chapter Conclusion: Towards an understanding of how individual identity 
influences the psychological contract
Besides expanding our understanding of the psychological contract concept, the 
theoretical development achieved from this work will hopefully have a wider 
application in future research on psychological contract formation and development. 
It is also hoped that the research outcome will help to ensure that the employment 
experience is a positive and constructive one for both employees and employers.
The research programme is now described in detail, starting with a literature review 
on the psychological contract in the following chapter.
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The  P sy c h o l o g ic a l  C o n t r a c t
2.1 Chapter Overview
The psychological contract is a micro level phenomenon which falls under the 
umbrella term “employment-organization relationship”, used to describe the 
relationship between the employee and organization. This chapter begins with 
providing a historical overview of the psychological contract’s understanding 
(Section 2.2) and the significance of the term “contract” (Section 2.3). This is 
followed by a definition of the psychological contract and its identified three aspects, 
namely content, form and process (Section 2.4). Its conclusion in Section 2.5 
focuses on the approach taken by this research to further inform this phenomenon.
2.2 Historical Background of the Concept’s Development
The term “psychological contract” as contemporarily defined was formally put 
together by Argyris (1960) since he was first to apply the concept to work situations, 
even though previous theorising on the exchange relationship dates much earlier 
(such as Barnard, 1938). Understanding the historical progression of the 
psychological contract concept generally differentiates between the pre- and post- 
Rousseau’s (1989, 1995) seminal work on defining it and presenting a model of its 
formation and development. Pre-Rousseau’s work is somewhat limited, sporadic and 
involved the examination of two party exchanges within diverse disciplines.
However, post-Rousseau’s research is cumulative and refers specifically to the 
perceived exchange relationship of the employee with the employer.
Barnard’s equilibrium model (1938) implies an exchange relationship between an 
employee and employer where the former’s involvement and contribution is 
contingent on rewards offered by the latter. He maintains that “coalescence” occurs 
between the individual and the organization. This proposition was further expanded 
by March and Simon (1958) through their inducement-contribution model. They 
describe inducements as “the payments by the organizations to the employee, 
independent of utility” (p. 84). The model specifies that the employee must perceive
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the employer’s inducements to be equivalent to or exceed contribution for 
optimization of the exchange. March and Simon also identify that the exchange 
content is “defined both explicitly and implicitly by the terms of the employment 
contract” (p. 90). This model is considered to be a main social psychology theory on 
exchange relationships to define the psychological contract (Anderson & Schalk, 
1998). Indeed, Porter, Pearce, Tripoli and Lewis (1998) assert that the content of the 
psychological contract centres round the employee’s contributions offered in return 
to the employer’s inducements. Kickul and Lester (2001) classify inducements into 
two types, namely intrinsic and extrinsic. Intrinsic factors include career 
development opportunities and involvement in decision making while extrinsic 
factors include job security and health benefits.
Furthermore, in his book Theory o f Psychoanalytic Technique, Menninger (1958) 
introduced the idea that the psychological contract is activated through both 
conscious and unconscious processes, focusing on the relationship between the 
patient and psychotherapist. This exchange was referred to as a “contract” in this 
first edition. However the term “psychological contract” was introduced in a later 
version of the book (Menninger & Holzman, 1973). He contends that the exchange 
continues to exist as long as the patient feels the need to remain dependant on the 
therapist and that both parties are “satisfied” with the relationship terms. Thus, even 
at this early stage, the psychological contract was acknowledged to have a process 
and content dimension.
Argyris (1960) applied the term “psychological contract” to the work place context 
where he defined it as a framework in which employees and their supervisors 
expressed and gratified their needs. “The employee will maintain high production, 
low grievances, etc., if the foremen guarantee and respect the norms of the employee 
informal culture (i.e. let the employees alone, make certain they make adequate 
wages, and have secure jobs)” (Argyris, 1960, p. 97). This account highlights the 
centrality of the psychological contract as a subjective experience rather than an 
objective measure of give and takes. Furthermore, it indicates the existence of a 
normative contract, which was later explicitly defined by Rousseau (1989, 1995).
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Levinson, Price, Munden, and Solley (1962) went beyond defining the psychological 
contract concept by examining its applied usefulness in mental health promotion. In 
their publication entitled Men, management, and mental health, they elaborately 
describe how the reciprocal relationship develops, analyse its change processes and 
also consider the relation between work and non-work issues. They also highlight 
work and its related activities as an important component for one’s mental health.
The psychological contract is understood as “a series of mutual expectations of 
which the parties to the relationship may not themselves be even dimly aware but 
which nonetheless govern their relationship to each other” (Levinson et al., 1962, p. 
21). They argue that both parties’ well-being will persist through ongoing 
reciprocation of obligatory expectations, seen as the “total process of fulfilling the 
psychological contract” (p. 125). This key work remains to take prominence since its 
positive view contrasts significantly with the contemporary emphasis on the negative 
experiences of the psychological contract, particularly through focussing on its 
violation.
Drawing on Argyris’ (1960) and Levinson et al.’s (1962) work, Schein (1965) 
differentiated between two forms of psychological contract, based on McGregor’s 
(1960) Theory X and Theory Y management types. Schein explained how the 
Theory X management style assumes that employees are “indifferent, hostile, 
motivated only by economic incentives” (p. 49). This position was related to the 
present-day understanding of a transactional psychological contract. On the other 
hand. Theory Y management relies on democratic strategies which acknowledge the 
employees’ intrinsic motivation to contribute to work activities. This latter 
understanding matches with today’s notion of a relational contract. Transactional 
and relationship contracts are defined further, later on in the chapter. Other research 
on the psychological contract exists, such as Kotter’s (1973) which concludes that 
the more similar employee and employer expectations are, the better chance for 
employees to be satisfied and productive on their job and less turnover for the 
organization. However it is Rousseau’s 1989 article that is generally acknowledged 
as the next influential research since Levinson et al.’s (1962) and Schein’s (1965). In 
a review of psychological contract research, Roehling (1997) sees her contribution as 
marking the “transition” between earlier and later work. Furthermore Conway and
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Briner (2005) differentiate Rousseau’s conceptualization from earlier research on 
four counts. First of all, she shifts emphasis of the concept definition from beliefs 
based on expectations (such as Kotter, 1973; Levinson et ah, 1962; Schein, 1965) to 
beliefs about obligations based on promises (Rousseau, 1989,1995). Secondly the 
notion no longer described the two-party relationship but rather defined the 
employee’s subjective perception. This meant that the term psychological contract 
became a scientific measurable construct owned by the individual rather than a 
framework to describe the quality of the relationship between individuals and 
organizations. Thirdly, she moved focus to the violation of the contract, denoting 
“failure of organizations or other parties to respond to an employee’s contribution in 
ways that the individual believes they are obligated to do so” (Rousseau, 1989, p. 
128). Indeed she asserts that violation is more damaging than unmet expectations.
Last of all she considered the formation of the psychological contract solely as the 
outcome of the observable transaction between the individual and employer. So she 
ruled out the possibility of some inner pre-existing motives for engaging in this 
relationship, thus disregarding the possibility that unconscious processes are 
involved. The main advantage over previous conceptualizations (such as Menninger, 
1958; Levinson et al., 1962) was that the psychological contract became viewed as a 
quantifiable concept which could be examined through empirical techniques such as 
surveys. However this newer approach seems to be missing an important dimension 
as the recent research mentioned earlier (Cachia, 2008; Millward, Riga & Tate, 2008) 
proposes that subjective pre-existing motives are also crucial in psychological 
contraction formation and development.
2.3 The Significance of the term “Contract”
The two words making up the construct “psychological contract” may be seen to be 
somewhat contradictory. While the understanding of a “psychological” process is 
that it is of a subjective nature, a “contract” is an objective declaration between two 
parties. This has raised some scepticism amongst some organizational researchers. 
For instance, Cullinane and Dundon (2006) propose that “it is perhaps time that the 
psychological contract should be recognized for what it is: a social exchange 
interaction” (p. 119). Also, Guest (1998) suggests that the psychological contract is
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more appropriately described as a metaphor and that it is a hypothetical, rather than a 
scientific construct, borrowed from law. However, Rousseau’s (1998a) response to 
this position is that the psychological contract construct can be operationalized and 
studied empirically, thus meriting a place in social science. Research outcome serves 
to develop theories that relate this construct to other constructs in organizational 
science. Furthermore, clarification of the concept’s representation is attained by 
defining the boundaries of what it represents (Rousseau, 1998a).
A contract signifies a deal between two parties. Within organizational settings, it 
represents the agreement between an employee and employer about the conditions of 
employment. It provides a framework in which promises and obligations such as 
training opportunities and employee commitment are explicitly spelt out. However, 
although most often contracts are viewed as a legal entity, they also carry 
organizational, social and psychological meanings. For instance, Pesqueux (2012) 
maintains that contracts’ social function allows for ways through which “giving, 
exchange and association” can take place (p. 16).
In her review of social research on contracts, Rousseau (1995) identifies four main 
qualities. First of all, contracts are voluntary and this element serves as a driving 
force to adhere to it. Secondly, when a contract is created, it is generally incomplete 
and additional details are included along the way through which it is modified. 
Thirdly, changes to a contract can create losses to one party or the other and since 
contracts are meant to generate gains for both parties, much energy is spent to avoid 
losses. Last of all, once a contract is made, a schema is created which becomes the 
model on which future decisions to embrace or resist changes to it are based.
Contracts exist at both individual and group level, within and outside the 
organization. Rousseau (1995) classifies contracts into four distinct types, 
differentiating between psychological, normative, social and implied contracts (as 
illustrated in Figure 2.1). I will first define the latter three contracts then focus on the 
psychological contract in more detail.
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Individual
Psychological
Contract
(Individual beliefs of
organizational
members)
Within
Normative
Contract
(Shared beliefs of a 
group, team or 
organization)
Implied
Contract
(Third parties’ 
perception of the 
contract)
Outside
Social
Contract
(Cultural beliefs on 
employment 
contract)
Group
Figure 2.1 : The four types of contracts as described by Rousseau (1995).
The social contract is not promissory, unlike the other three types, but rather refers to 
expected customary norms of behaviour within society at large, for example, 
reciprocity. Furthermore this type of contract does not specifically relate to a 
particular organization but defines the values of the culture it forms part of. In this 
way, the social contract is the least voluntary as it determines the way promises and 
obligations within the implied, normative and psychological contracts are interpreted. 
However, Edwards and Karau (2007) found that an employee views the social and 
psychological contracts as two distinct forms of employment contract where the 
former includes the “ideal set of obligations and promises” while the latter “defines 
the actual employment relationship” (p. 74).
The implied contract is the outsider’s “third party” perception of the employer’s 
terms of contract with the employees. This is attained through interpretation of the 
organization’s corporate image and communication with present and past members 
or with customers/clients who have come in contact with it. This implicit
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understanding about the organization’s way of functioning becomes an internalised 
frame of reference about that particular organization.
On the other hand, the normative contract entails the shared agreement between 
members of an organization, a group or team, generated through “social interaction, 
discussion, comment and interpretation, creating similarity in the way people see 
organizations and their relationship to it” (Rousseau, 1995, p. 47). Once established, 
the normative contract becomes part of the organizational culture and the “backdrop 
of being in the organization” (p. 49).
The self-selection into a specific job suggests that individuals within a particular 
department or team share similar perceptions brought about by common interests and 
issues related to job demands and organizational factors. This leads to a common set 
of obligations, through interaction and identification as terms of the individualised 
psychological contract become formalised into a normative contract with the 
organization. Therefore the distinction between the two types of contract is not so 
clear cut. Although Rousseau’s model defines the normative contract as an outcome 
of shared psychological contract elements, the influence of the macro- and micro­
level processes seems to be bidirectional, that is, the normative contract also affects 
the psychological contract. For instance, Nicholson and Johns (1985) assert that the 
psychological contract is “a psychological mechanism by which collective behaviour 
is translated into individual behaviour” (p. 398). On the other hand. Bull Schaefer 
(2010) found that individual psychological contract underfulfilment at organizational 
leadership level is communicated to the other members through “cynicism, emotional 
displays, and exploring different job opportunities” (p. 276). Her study concludes 
that this interaction highly influences the subordinates’ perception of their own 
contract fulfilment, resulting in perceived underfulfilment. Thus in this case, what 
initially was the leader’s experience indirectly becomes part of the subordinates’ 
perception.
2.4 Defining the Psychological Contract
Contemporary understanding of the psychological contract defines it as “individual 
beliefs, shaped by the organization, regarding terms of an exchange agreement
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between individuals and their organization” (Rousseau, 1995, p. 9). In contrast to 
previous definitions such as Levinson et al.’s (1962) quoted earlier, Rousseau 
specifies that the psychological contract is a property of the employee, rather than a 
description of the relationship between the two parties. Rousseau (2001) explains 
that the three “building blocks” of the psychological contract are schemas (mental 
models), promises and mutuality (the objective and subjective agreement terms).
The focus on perceived promises, that is, the individual’s commitment to take on 
certain responsibilities as the basis of obligations and expectations, has been 
generally maintained (for example, Morrison & Robinson, 1997; Robinson, Kraatz & 
Rousseau, 1994; Rousseau & Mclean Parks, 1993). However, various researchers 
point out that the context in which the psychological contract is applied plays an 
important role in defining its features and must be taken into consideration (Cassar & 
Briner, 2009; Rousseau & Schalk, 2000). Context varies between organizations, 
specific situations and also differs from one individual to another so it cannot be 
considered as a homogenous element (Shore et al., 2004). Nevertheless, one crucial 
element is the existence of a democratic social structure which allows for the 
exercise of individual free will (Rousseau, 2012).
The beliefs in reciprocal obligations are brought about through both explicit and 
implicit promises. Explicit promises are spelt out in the recruitment stage in verbal 
or written form (e.g. promotion system) while implicit promises come about through 
“interpretations of patterns of past exchange, vicarious learning (e.g. witnessing other 
employees’ experiences) as well as through various factors that each party may take 
for granted (e.g. good faith or fairness)” (Robinson & Rousseau, 1994, p. 246). This 
system of promises has been applied to try and understand “any interpersonal 
relationship” such as “students and teacher, patients and doctor, individuals and the 
state, and husbands and wives” (Conway & Briner, 2005, p. 20). However the term 
is now generally reserved to describe the employee-employer relationship.
The defining element of whether a psychological contract exists is not based on an 
objective understanding of facts about the deal but rather a subjective plausible 
interpretation of the exchange between the two parties “existing in the eye of the 
beholder” (Rousseau, 1989, p. 123). Rousseau (1995) asserts that explicit promises
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make the contract more believable and reduce uncertainty of expectations. However, 
Millward Purvis and Cropley (2003) found that the implicit negotiation during the 
selection process has more influence on the perceived relationship of the employee 
with the employer than the explicit contract. In fact it is this element that mostly 
makes the psychological contract susceptible to perceived breach and violation 
(Conway & Briner, 2002a; Robinson & Morrison, 2000).
The centrality of promises to psychological contract appraisal is questioned in other 
studies, where more emphasis is found to be placed by the employee on what is 
delivered throughout the employment rather than what was promised at the start 
(Lambert, Edwards & Cable, 2003; Montes & Irving, 2008; Montes & Zwieg, 2009). 
Studies conducted by these authors conclude that delivered inducements have a 
stronger relationship with job satisfaction than promised inducements. Using 
hypothetical scenarios, Montes and Zwieg (2009) manipulated promised and 
delivered inducements to assess this aspect of the psychological contract. Firstly, 
they found that perceptions of breach can still occur, even in the absence of 
promises. Secondly, promises do not play a main role in predicting a perception of 
psychological contract violation and intention to leave. Last of all, their study 
concludes that perceptions of breach are not necessarily the result of an incongruence 
between promised and delivered inducements. However such findings cannot rule 
out the inclusion of perceived promises in the psychological contracting process. For 
instance, at the recruiting stage, individuals might perceive an interviewer’s 
communication about the organization as a promise to be kept through their 
employment, even if it is not intended in that way (Rousseau, 2001). Robinson 
(1996) explains that “although psychological contracts produce some expectations, 
not all expectations emanate from perceived promises, and expectations can exist in 
the absence of perceived promises or contracts” (p. 575). Thus researching the 
psychological contract construct must allow for this subjective interpretation of what 
is perceived as a promise and how salient it is.
The “contract maker” vaguely termed as the organization or the employer refers to 
any individual in a position of power who can authorise and fulfil the set promises in 
the exchange (Rousseau, 1995). Identified contract makers include recruiting agents.
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managers, team leaders and human resources officials (Dabos & Rousseau, 2004; 
Rousseau, 1995). Most studies (such as Tekleab & Taylor, 2003; Winter & Jackson, 
2006) have in fact focussed on the employee’s relationship with a senior he/she has 
most contact with, considering the contract maker to be their line manager or 
supervisor. This has brought about an area of great debate as to whether the 
organization (through these key figures) can also have a psychological contract with 
their employee. In fact, some recent research agrees with early conceptualizations of 
the psychological contract as a two-party exchange and considers the beliefs of both 
the employee and employer to be included in its definition (such as Guest &
Conway, 2002; Herriot & Pemberton, 1997). However this thesis focuses on the 
employee's psychological contract and will therefore take on the understanding 
defined by Rousseau (1989).
The psychological contract has been compartmentalised into three aspects to 
facilitate understanding: its content, form and process. Although presented 
separately, these three facets are interrelated.
2.4.1 Content
The content of the psychological contract refers to the employees’ perceived implicit 
and explicit promises that are believed to have been made to their organization and 
that the organization has made to them in return. Rousseau (1990) explains the 
content as the employee’s “expectations of what the employee feels she or he owes 
and is owed in turn by the organization” (p. 393). Another definition by McLean 
Parks, Kidder & Gallagher (1998) describes it as what “employees expect to give or 
contribute and what it is that employees expect to receive in return -  their 
entitlements” (p. 725). These understandings highlight the fact that the content of the 
psychological contract consists of the employee’s perceptions rather than the actual 
conditions of employment. Furthermore the above definitions indicate that the 
content has two dimensions: what is exchanged and how it is exchanged. However, 
to date, most research has focussed on the former element, indicating that more 
attention should be given to the process aspect of the psychological contract. 
Moreover, attention is drawn to the exchange taking place in the form of a reciprocal
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process between employee and employer, a central element which is discussed below 
as part of the process aspect of the psychological contract.
Since the content refers to employees’ individual perceptions, the number of possible 
items is extensive. Therefore researchers have limited their investigations to those 
which are generally considered to be the most important. A major early study in this 
regard was conducted by Rousseau (1990) who enquired managers about promises 
expected from new recruits and what was promised to them in return. In a nutshell, 
employees perceived that their employer will provide them with the following: job 
security, high pay which is based on their present level of expertise and performance, 
professional development through training, promotion and career development, job 
security and support through their personal difficult times. On the other hand, 
employees were perceived to promise loyalty, commitment to the organization for at 
least two years, flexibility (particularly in being ready to do work other than that 
specified in their job description and also to change their work location if required by 
the organization), readiness to work longer hours than stipulated and to give advance 
notice if they intend to terminate their employment with the organization.
Perhaps the most thorough study is presented by Herriot, Manning, and Kidd (1997) 
who explored both the employees’ and employer’s perspective. (The latter was 
achieved through managers giving the organization’s perspective). This study aimed 
to reveal the perceived breached promises in situations where the organization had 
failed or exceeded expectations, thus assuming that such promises existed before the 
change circumstance. The inferred data was summed up in twelve categories of the 
employees’ perceived organization obligations and seven employee obligations as 
follows:
2.4.1.1 Organization obligations
1. The provision of adequate induction and training;
2. Fairness in selection, appraisal, promotion and redundancy procedures;
3. Time Allowance for personal and family needs;
4. Consultation on matters that affect employees;
5. Discretion and minimal interference with employees on how to conduct their job;
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6. Personal and social support toward employees;
7. Recognition of and/or reward for special contribution or long service;
8. Provision of a safe and pleasant work environment;
9. Consistency and fairness in the application of rules and disciplinary procedures;
10. Pay equitable to market values and consistently awarded across the organization;
11. Consistency and fairness in the administration of the benefit system; and
12. Provision of job security.
2.4.1.2 Employee obligations
1. To work the contracted hours;
2. To do a good job (in quality and quantity);
3. To be honest with the organization and with involved third parties;
4. To be loyal towards the organization, putting its interest first;
5. To treat the organization’s property carefully
6. To present oneself adequately (e.g. dress code and behaviour); and
7. To willingly go beyond one’s job description if necessary.
2.4.2 Form
Apart from the categorization between perceived promises by employee and by 
employer, classifying content items into different types has been attempted to 
facilitate management of the vast number of generated items. For instance. Shore 
and Tetrick (1994) differentiate between personal and collective elements. However 
the transactional -  relational distinction has been dominantly acknowledged, with 
these two terms being at opposite ends of a continuum (MacNeil, 1985; Rousseau, 
1989; Rousseau & McLean Parks, 1993). At one extreme, transactional terms are 
focused on economic exchange, based on the perception of fairness and balance on 
the allocation of rewards against services rendered where personal involvement on 
the job is minimal. Often, individuals with transactional psychological contracts 
would be engaged for a specified task on a limited time basis. On the other hand 
relational terms are emotionally-focused social exchanges, with a high level of 
involvement, inducing trust and loyalty in the employment relationship (Blau, 1974; 
Rousseau, 1995). The transactional-relational classification corresponds to Kickul 
and Lester’s (2001) extrinsic-intrinsic inducements typification of job characteristics.
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These qualitatively distinct terms facilitate our understanding of the two different 
forms. In reality, both relational and transactional elements exist at vaiying degrees 
in most contemporary employment relationships (Millward & Brewerton, 2000). 
However, although “it is unlikely that anyone will exhibit one or another type of 
psychological orientation in pure form”, the two types are inversely correlated with 
each other (Millward & Hopkins, 1998, p. 1550). The higher the transactional terms, 
the lower the relational terms, which supports the proposition that the two forms 
exist at opposite ends of the same continuum.
Millward Purvis and Cropley (2003) assert that the transactional elements within the 
psychological contract (such as pay and working hours) are more likely to be made 
explicit than relational elements (for example professionalism). Moreover, in a study 
with entrants at managerial level, Rousseau (1990) concludes that the contractual 
form established during the recruitment process is very much dependant on what 
type of relationship the applicant wants to have with the employer. While those 
searching for a long-term employment engage in a relational contract, those with 
more immediate goals (for example, to fill a gap between one job and another) form 
a transactional contract. Furthermore, Millward and Hopkins (1998) found that 
psychological contracts of temporary workers were more transactional in form than 
their permanent counterparts. This is in line with Rousseau’s (1989) assertion that 
the longer the relationship between the employee and employer, the more reciprocal 
exchanges occur, which results in a more relational contract for full-time workers. 
Thus the form is not static as individuals evaluate and amend their psychological 
contract along the continuum, according to changing encountered situations 
(Millward & Hopkins, 1998).
Furthermore, psychological contract form is affected by the newcomer’s past 
occurrences of contract termination. For instance, an experience of job loss through 
organizational change results in a heightened sense of job insecurity in future 
employment (Cavanaugh & Noe, 1999; Rousseau & Wade-Benzoni, 1995). In fact, 
research shows that previous experiences of perceived violation in a relational 
contract are likely to bring about transactional contracts in future employee-employer
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exchanges, as a protective measure (Leanna & Feldman, 1994; Robinson &
Morrison, 2000).
This distinction between transactional and relational element forms has generally 
facilitated understanding. However it is important to note that this differentiation is 
not crystal clear as some elements are considered to be both transactional and 
relational, depending on the study participant’s idiosyncratic perception. For 
example, training has been classified as a transactional element by Rousseau (1990) 
but as a relational outcome by Robinson, Kraatz, & Rousseau (1994). Moreover 
Coyle-Shapiro & Kessler (2000) regard it as a third type (to transactional and 
relational forms). This underlines the need to examine the content in relation to the 
context in which it takes place and also its development within the employment 
relationship, as discussed below.
2.4.3 Process
Conceptualising the psychological contract as having a process dimension, apart 
from its content and form, has been identified as fundamental (Herriot & Pemberton, 
1997). The process aspect refers to the development of the employee’s perception of 
the employment relationship (Millward & Herriot, 2000). This approach of an 
“ongoing and unfolding process” has long been recognized but is less often 
acknowledged (Conway & Briner, 2005, p. 133). For instance, Levinson et al.
(1962) contend that the psychological contract is “affirmed, altered, or denied in day- 
to-day work experience” (p. 21). Moreover Schein (1980) acknowledges that the 
psychological contract is “constantly renegotiated” as the employee and organization 
“interact in a complex fashion that demands a systems approach capable of handling 
interdependent phenomena” (p. 132). In fact, studies exploring the process of 
psychological contract formation (such as De Vos, Buyens, & Schalk, 2003, 2005; 
Rousseau, 1990; Thomas & Anderson, 1998) show that new entrants’ perceived 
promises and expectations are amended over time to closer match the employer’s 
actual offers.
Langley (1999) identifies four main characteristics which define processes. First of 
all, processes are composed of “sequences of events”, that is, happenings that
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demand an affective, cognitive, and/or behavioural reaction. Secondly, processes 
involve a multiple level of analysis, such as individual, group, team or organizational 
level. Thirdly, processes have a temporal element and this varies between the 
different events that form part of it. Last of all, events forming part of a process can 
take different forms such as expectations, objectives and relationships. Considering 
these four features, it seems plausible to emphasize the process aspect of the 
psychological contract rather than viewing it as a content-focussed static 
phenomenon.
Contemporary understanding therefore takes a social psychological approach, 
acknowledging psychological contracts as a dynamic exchange between employee 
and employer which requires management, maintenance and negotiation. This 
explains how the content (terms of exchange, such as promotion and personal 
development opportunities) can be changed without damaging the form of the 
relationship (Millward & Kyriakidou, 2004). Indeed Conway and Briner (2005) 
assert that the process dimension “is also more likely to capture a fuller 
representation of the experience of being party to a psychological contract” (p. 132).
2.4.3.1 Psychological Contracting as a Process of Sensemaking
Sensemaking is defined as the “structuring of the unknown” (Waterman, 1990, p.
41). It involves the active cognitive interpretation of newly encountered experiences 
(Weick, 1979). Louis and Sutton (1991) contend that “switching of cognitive gears” 
occurs in such situations where cognitive processing changes from an automatic 
mode to a conscious mode. This sensemaking approach deals with the individual 
employee’s perspective, making it an appropriate way of examining the context of 
psychological contract (Chaudhry, Wayne & Schalk, 2009).
The process of sensemaking refers to the way new entrants to an organization 
structure their understanding of this new relationship (between employee and 
employer) by defining and redefining their psychological contract schema as they 
gain information from the environment. Starbuck and Milliken (1988) explain the 
concept of sensemaking as placing encountered stimuli into some kind of structure, a 
framework that is then used to “comprehend, understand, explain, attribute.
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extrapolate, and predict” (p. 51). However sensemaking goes beyond interpretation, 
although the two terms are often used as synonyms to each other (Weick, 1995). It is 
a continuous process in which interpretation is involved, while interpretation can be a 
process as well as a description of the final outcome. Psychological contracting as a 
sensemaking process is based on retrospect, aimed at examining the ongoing 
activities against one’s preconceptualised expectations, trying to maintain a plausible 
perception rather than a precise account (Weick, 1995; Weick & Quinn, 1999).
Louis (1980) views sensemaking as crucial in newcomer socialization into an 
organization which she describes as a “recurring cycle comprised of a sequence of 
events occurring over time” (p. 241). The individual’s anticipations, both conscious 
and unconscious, serve as predictions of future happenings and any discrepancy in 
the encountering events interrupts this smooth process. An interpretation of the 
discrepant stimuli is demanded so as to assign meaning to these surprises. This 
suggests that, at least partially, sensemaking is driven by anticipatory expectations.
On similar lines, the psychological contract is acknowledged to be influenced at pre­
entry level into an organization through word-of-mouth recommendations, implied 
recruitment promises and the organization’s corporate identity (Anderson, 2001; 
Gatewood, Go wan & Lautenschlager, 1993; Herriot, 2002). Upon entry, individuals 
seek psychological contract- related information from other employees at different 
levels (such as superiors, peers and other newcomers). In a study with 280 recruits.
De Vos and Freese (2011) found that the information-seeking process is more about 
employer inducements rather than employee contributions and generally decreases 
over the first year of employment.
Sensemaking has been considered both as an individual and collective experience. 
Various researchers (such as Gioia & Chittipeddi, 1991; Ring & Rands, 1989) define 
sensemaking solely as a personal, individual activity. However others acknowledge 
that it also occurs at group level. For instance, Feldman (1989) sees sensemaking as 
a necessary process “for organizational members to understand and to share 
understandings about such features of the organization as what it is about, what it 
does well and poorly, what problems it faces are, and how it should resolve them” (p. 
19). Indeed, Sackman (1991) contends that organizational members use
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sensemaking “mechanisms” that “include the standards and rules for perceiving, 
interpreting, believing, and acting that are typically used in a given cultural setting” 
(p. 33). Thus sensemaking has a social dimension as individuals take on norms 
established at organizational level to become part of their individual sensemaking.
This view that the process has both a personal and group dimension parallels with 
Rousseau’s (1989, 1995) notion that there are two kinds of psychological contracts: 
normative and individual. Considering the psychological contract as a sensemaking 
process suggests that it has both an individual and social component. Thus the 
“normative” contract may not necessarily be one of two distinct types but rather an 
integral part of the same construct. Elements of the psychological contract 
established at normative level may indeed become central to one’s individual 
psychological contract. Moreover, encountering events which do not make sense at 
the individuated psychological contract level may carry meaning at a normative level 
which is then adopted at a personal level. This also resonates with the concept of 
social identity as an important part of personal identity which will be discussed in 
Chapter Three.
Feldman’s (1989) explanation presented earlier implies that sensemaking goes 
beyond the cognitive mapping of incoming stimuli. Rather, it involves “the 
reciprocal interaction of information seeking, meaning, ascription, and action” 
(Thomas, Clark and Gioia, 1993, p. 240). Thus the process is both “belief-driven” 
and “action-driven” (Weick, 1995). In this sense, it involves socially constructing 
meaning to what occurs in the environment that the individual forms part of and 
responding to the environment through action, based on the new understanding. This 
process occurs mostly when anticipated events trigger negative emotions as 
employees are more likely to seek clarification rather than with positive surprises 
which can be taken forgranted.
Chaudhry, Wayne and Schalk (2009) put forward a sensemaking model of employee 
evaluation of psychological contract fulfilment, particularly in response to 
organizational change (Figure 2.2). They propose that contextual conditions trigger 
employee cognitive processes of sensemaking which lead to behavioural outcomes.
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Louis and Sutton (1991) consider three contextual aspects which instil a conscious 
process of sensemaking, namely: “novelty”, that is, the degree to which an 
encountered situation is perceived as unusual; “discrepancy” meaning the degree to 
which the presented reality differs from the expected norm; and “deliberate 
initiative” being the degree to which the event initiates employee involvement, either 
through a self-driven (internal) or an organizational-driven (external) trigger. In 
addition to these three contextual conditions, Chaudhry et al. (2009) include 
“uncertainty” and “personal impact”. While uncertainty deals with employee 
insecurity of a loss of control, personal impact refers to how an encountered event 
can bring about changes in aspects such as personal work load.
Contextual Cognitive Behavioural
Component Component Component
Novelty
Discrepancy Attributions of Exit
Deliberative initiative responsibility Voice
Uncertainty Loyalty
Personal impact Relative Deprivation Neglect
Figure 2.2: A sensemaking model of employee evaluation of psychological contract 
fulfilment (Chaudhry, Wayne & Schalk, 2009)
The cognitive processes involved in the proposed sensemaking model include 
“attributions of responsibility” and “relative deprivation”. Based on Heider’s (1958) 
attribution theory, attributions of responsibility refers to the employee’s engagement 
in cognitively assigning an entity (in this case, usually the employer) as responsible 
for an event or action that has taken place and presented a change. Such a process 
generally occurs when the change is perceived as unfavourable by the employee, in 
trying to understand and justify why it occurred and what are its consequences (Louis 
& Sutton, 1991). On the other hand, relative deprivation refers to the employee’s 
subjective perceived discrepancy between the presented and desired situation, 
carrying no personal responsibility for the creation of this discrepancy but rather 
placing it on the employer (Crosby, 1984).
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The behavioural elements are summed up by the exit-voice-loyalty-neglect (EVLN) 
model (Rusbult, Farrell, Rogers & Mainous, 1988) which is considered useful in 
understanding changes in the employee’s psychological contract “Exit” denotes the 
employee’s intention to leave the organization, searching for another job and the 
actual quitting. “Voice” defines the employee’s attempts to talk things out with 
superiors and colleagues in order to try and improve the presented situation. 
“Loyalty” respresents the employee’s position of “passively but optimistically 
waiting for conditions to improve” (p. 601), while still giving support to the 
organization. On the other hand, “neglect” signifies a passive but pessimistic 
position, shown through lack of involvement, lateness and absenteeism. Research 
suggests that perceived psychological contract fulfilment is negatively related to exit, 
voice and neglect while positively related to loyalty (Rousseau, 1995). On the 
contrary perceived breach is likely to positively relate to exit, voice and neglect 
while negatively relate to loyalty. The present research serves as an appropriate 
platform to examine this model as its longitudinal design can capture the dynamic 
sensemaking process of the employee’s perceived employment relationship 
development.
2.4.3.2 Psychological Contracting as a Process of Reciprocity
The acknowledgement of psychological contracting as a process led to the 
understanding that an interplay takes place between the individual’s “wants” and the 
organization’s “offers” (Herriot, Hirsh & Reilly, 1998). Psychological contracts 
work “in efforts to meet the expectations and concerns of the parties” and “the 
process has an ongoing nature extending over time and multiple episodes” through 
reciprocation (Meckler, Drake & Levinson, 2003, p. 223).
Reciprocity is a universal concept where “when one party benefits another, an 
obligation is generated” (Gouldner, 1960, p. 174). So this norm suggests that one 
party must help another who has helped them and not harm them. Although different 
views have been presented by researchers on this social exchange (such as Blau,
1964; March & Simon, 1958), they all agree that a series of interactions are involved 
in social exchange that induce the obligation to reciprocate (Cropanzano & Mitchell, 
2005). Within organizational settings, this norm of reciprocity has been assumed to
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be a functioning rule in explaining the employer-employee relationship (Coyle- 
Shapiro & Shore, 2007). Coyle-Shapiro and Kessler (2002) define it as “ongoing 
repetitive cycle of conferring benefits that in turn induce an obligation to 
reciprocate” (p. 83). In a study with Finnish public sector employees, Parzefall 
(2008) found a positive relationship between the employees’ perceived psychological 
contract fulfilment and their reciprocity through contribution. Furthermore, he 
concludes that the employees’ perceived need to monitor the balance of the exchange 
was reduced when their expectations were being met.
The process of reciprocity is also used to explain the negative consequential outcome 
in the employees’ attitude and behaviour as a result of perceived contract breach 
(Shore & Tetrick, 1994). However, although the relevance of reciprocity cannot be 
denied, extreme reliance on this concept for psychological contract functioning is 
questioned. For example, Meglino and Korsgaard (2004) assert that “the 
dispositional tendency to be concerned with and helpful to other persons” (p. 948) 
can be persistent over other factors. Thus this personal tendency might serve as an 
overpowering norm to reciprocity. This indicates that some other factors, personal or 
otherwise, are at play in exchange relationships.
Moreover, Coyle-Shapiro and Shore (2007) contend that while the norm of 
reciprocity is a good starting point, attention must be drawn to other “non reciprocal” 
norms “to fully explore the mechanisms through which relationships develop, are 
maintained, transformed or terminated” (p. 171). For instance, in an experimental 
study, Lambert (2011) investigates the relationship between promised inducements, 
promised contributions, delivered inducements and delivered contributions. She 
concludes that while delivered inducements affected the employee’s available 
resources to fulfil their personal needs, the perceived psychological contract is based 
on the degree to which the fulfilment of these needs was made possible or impeded 
by the employer. This ties in with the view that more emphasis needs to be placed 
on what is delivered rather than what is promised. Furthermore it highlights the fact 
that personal needs can serve to define the psychological contract, which is also 
recognized by Rousseau and McLean Parks (1993). Indeed, the present work is
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questioning whether individual identity serves as a “non reciprocal” norm in 
psychological contract development through a field study.
2.5 Chapter Conclusion: Towards an understanding of how individual identity 
influences the psychological contract
Rousseau (2003) asserts that “by expanding the perspectives and theories in 
psychology that inform psychological contract research,... there is opportunity to 
understand not merely breach of contract but also fulfilment and mutuality”, viewing 
the psychological contract as a “process of agreement” (p. 236). Indeed, this 
research takes an optimistic approach to how psychological contracting constitutes a 
healthy manifestation of individual identity. Previous studies show that a fulfilled 
psychological contract, signified through a shared understanding between the 
employee and the employer of their exchange term, is positively linked to 
organizational citizenship behaviours, organizational commitment, job performance, 
intention to stay and loyalty (e.g. Coyle-Shapiro & Morrow, 2006; Dabos & 
Rousseau, 2004; de Vos, Buyens & Schalk, 2005; Hui, Lee & Rousseau, 2004; 
Millward Purvis & Cropley, 2003; Robinson & Morrison, 1995; Tumley, Bolino, 
Lester & Bloodgood, 2003). Other associated factors are affective commitment and 
health-enhancing effects, that is, psychological, emotional and social well-being 
(Parzefall & Hakanen, 2010).
Furthermore, within Human Resources practice, it is being recognised that focus 
must be placed on the factors that affect employee retention, and not just turnover. 
For instance, a study by De Vos and Meganck (2009) concludes that while career 
opportunities and financial rewards are important factors affecting turnover, 
employees consider additional factors which influence retention, namely: the social 
atmosphere, job content and work-life balance. This suggests that more research 
should focus on what factors affect psychological contract maintenance rather than 
its termination.
The present research centres on the formation and development of the psychological 
contract within the first year of employment which does not rule out the possibility 
that the participants might experience contract breach during this time period.
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However such perceived violations are studied as part of the adjustment process 
rather than as an isolated snapshot of the employment relationship. Taking this 
approach allows for the examination of the employees’ personal characteristics and 
experiences existing before, during and after the perceived contract breach and how 
individual identity can influence this idiosyncratic experience. This thesis addresses 
this process aspect of the psychological contract at an individual level. The 
following chapter presents an overview of our understanding on individual identity 
from the vast amount of literature on the topic.
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In d iv id u a l  Id e n tit y
3.1 Chapter Overview
Theorizing about identity is like traversing a battlefield... Where 
one theorist refers to identity, another will talk about the self and 
yet both are seeking to understand the same fundamental processes 
and phenomena (Breakwell, 1986, p. 10).
The basic question of “Who am I?” has been a matter of concern since earliest 
writings with different terms being used to describe this phenomenon. Prior to 
psychological theory era, the understanding of the self was defined from a 
philosophical or religious point of view, using metaphysical concepts such as “soul”, 
“will” and “spirit” (Bums, 1979). Although this led to a number of unscientific and 
speculative explanations, it laid out the path to future theoretical development.
This chapter aims to present major contributions to the understanding of identity 
from the immense amount of literature available. A historical overview of the 
concept’s development from different psychological perspectives is first presented. 
This is followed by a focus on the social psychological position that this thesis is 
based on, particularly focussing on the Social identity approach (Tajfel, 1974; Tajfel 
& Turner, 1979; Turner, 1975) and identity process theory (Breakwell, 1986, 1993). 
It concludes with defining organizational identity as a specialized form of social 
identity (Ashforth and Mael, 1989), which has been linked to influence one’s 
behaviour at work (such as Dutton, Dukerich & Harquail, 1994).
3.2 The Concept of Self and Identity
“An individual’s identity is defined as a composite of self-representations in 
biological, psychological and social domains” (Whitboume, 2001, p. 2). This 
contemporary, simplified definition highlights the evolving nature and broadness of 
the construct as all the three aspects are continuously developing across one’s life 
span. Furthermore it implies that our identity is formed through both personal
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development and our interaction with the environment. Indeed, theorizing about the 
self attempts to distinguish between personal and social identity. As noted by 
Breakwell (1983), at first glance this appears straightforward: personal identity refers 
to unique attributes such as physical appearance and idiosyncratic abilities while 
social identity refers to our interpersonal relationships, group memberships and 
social positions. However, as remarked by Hollis (1977), this distinction becomes 
blurred as elements from one aspect of identity overlap with and influence the other. 
For example, personal identity cannot be defined without the consideration of the 
social context.
As early as 1890, James was the first psychologist who attempted to understand and 
define the complexity of the self. In his seminal book The Principles o f  Psychology 
he explains that “personality implies the incessant presence of two elements, an 
objective person, known by a passing subjective thought and recognised as 
continuing in time. Hereafter let me use the words Me and 1 for the empirical person 
and the judging thought” (p. 371). Thus he classified the self into two aspects: 
subject (“1”) and object (“Me”) which simultaneously form the “global self’. 
Furthermore he differentiated between four dimensions of the self namely: spiritual 
(which includes both cognitive and emotional aspects), material (referring to one’s 
belongings), social (the groups one forms part of and one’s relation to significant 
others) and the physical self (one’s body). He asserted that these four dimensions 
existed simultaneously with none of the four necessarily being more important than 
the other three. In fact their combination is unique for every individual which 
defines that person’s view of oneself. His successors (such as Allport, 1955; Cooley, 
1902; Erikson, 1968 and Mead, 1934) generally emphasized and elaborated one or 
more of these elements.
The next major contribution after James’ (1890) theoretical presentation of the self 
was its understanding within a sociological approach, namely symbolic 
interactionism, at the start of the twentieth century. This perspective considers 
human beings to respond to their environment according to the meanings acquired as 
a result of their interaction. These meanings are seen primarily as a product of social 
interaction but which are modified as they are individually interpreted. Thus
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understanding an individual’s identity requires the knowledge of one’s social 
context. Within this approach, Cooley (1902) put forward the idea that others serve 
as a mirror that is looked at to define oneself which he terms as a “looking-glass 
self’. He explains that we define who we are through what we perceive others think 
of us which therefore becomes the reflection we see. “The thing that moves us to 
pride or shame is not the mere mechanical reflection of ourselves, but an imputed 
sentiment, the imagined effect of this reflection upon another’s mind... We always 
imagine, and in imagining share, the judgments of the other mind” (Cooley, 1902, p. 
153). Thus meaning is attained through a shared language and culture where “self 
and society are twin bom” (p. 5), continuously defining each other.
Based on James’ (1890) social dimension of the self and Cooley’s (1902) 
metaphorical explanation. Mead (1934) considers the self as arising from its relation 
to others where we become who we think that others want us to be. So society 
shapes and gives meaning to the individual self concept. He suggests that a number 
of “elementary selves” which make up the complete self exist, depending on the 
diverse roles and group memberships within society. Identity is thus considered to 
be socially constmcted. This was further elaborated by Goffman (1959, 1967) who 
contends that self-presentation is based on impression management where the world 
is considered as a stage and different “scripts” are followed, depending on the social 
context. Therefore one’s presented self is adapted according to the presented 
situation, implying that an individual’s identity is made up of a number of elements. 
This is in line with Mead’s (1934) earlier writings.
Within the psychodynamic approach, the self concept or identity has been explained 
as the rational, conscious “ego” which controls the impulsive “id” and the rigid 
“superego” (Freud, 1932). Building on this understanding, Jung (1960) explains the 
ego as “the complex of representations which constitutes the centrum of my field of 
consciousness and appears to possess a high degree of continuity and identity” (p. 
540). Further work within this perspective focussed on the implications to therapy 
rather than theoretical expansion, yet the effect of social interaction in the 
development of self remained to be emphasized (such as Adler, 1927; Homey, 1945; 
Sullivan, 1953).
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3.3 Identity and Career Development
Involvement in work activities has been acknowledged to be a salient aspect for 
defining one’s sense of identity as we often describe who we are by what we do. 
Psychological research has considered the connection between identity and 
occupation in order to gain a more comprehensive understanding about the self and 
the process of human development (such as Erikson, 1959, 1963; Levinson et al., 
1978). Careers have both an objective and subjective dimension (Herriot, 2002). 
From a subjective point of view, “a career is about the meaning of self in connection 
with the world of work” where the individual continuously negotiates one’s identity 
in this domain, aiming to sustain an affirmative, consistent evaluation of the self 
(Millward & Kyriakidou, 2004, p. 14). Career also becomes a means of seeking 
one’s general sense of identity (Herriot, 2002).
The psychosocial view of identity is further manifest through Erikson’s (1959, 1963) 
eight stage theory of identity development. He defines identity as a “subjective sense 
of an invigorating sameness and continuity” (1968, p. 19) which is gained through 
meaningful achievement that is acknowledged within one’s culture. Thus he 
acknowledges the interaction between the individual and the environment in one’s 
development, including the work context. The focus here is on the three stages 
which correspond to the life period involving career commitments.
The fifth in this eight stage theory, labelled as “Identity Achievement versus Identity 
Diffusion” which signifies the initial step to adulthood, forms the foundation for the 
following stages (Whitboume & Connolly, 1999). An individual who acquires 
“identity achievement” would have experienced a crisis by considering different 
alternative occupations and made a commitment towards the chosen option. As a 
result, the individual has a clear sense of self, a coherent vision for one’s future and a 
sense of continuity with the past. By contrast, identity diffusion involves a lack of 
direction and an unclear sense of self mainly because the individual has not yet 
experienced a crisis. This also applies to one’s occupation. Marcia (1980, 1994) 
further developed this stage to include two other states namely: “identity foreclosure” 
where an adolescent makes a commitment without having experienced a crisis (for
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example, following one’s parents footsteps by taking up law studies because one or 
both of their parents are lawyers); and “identity moratorium” which refers to being in 
the midst of a crisis but whose commitment is either absent or vaguely defined (for 
example, taking up sciences at A level because of an interest in the medical field but 
not yet sure which profession to follow).
The subsequent stage, “Intimacy versus Isolation”, emerges in early adulthood where 
the individual seeks to establish a satisfying intimate relationship with another 
person, whilst still preserving a degree of separateness. Isolation is more likely when 
the person is insecure thus lacking a strong identity which is a prerequisite for 
establishing a close relationship with others (Erikson, 1963). Through this stage, one 
generally continues to develop their career. The successful resolution of the sixth 
stage induces the next stage, termed as “Generativity versus Stagnation” which 
focuses on the motive for caring, portrayed through procreation, productivity and 
creativity. Becoming a parent is the most common path to generativity. However 
other routes involve teaching and mentoring or contributing in a way that future 
generations can benefit from. On the other hand, stagnation takes place when the 
individual becomes fully absorbed in oneself, shows interest only in people of own 
age or may even reject the younger generation.
Moreover, in a career-focused theory. Super (1980, 1990) cites five stages of 
development in which the individual seeks to realize their self-concept, namely 
growth (during the childhood years), exploration (through adolescence), 
establishment (in early adulthood), maintenance (in middle adulthood), and 
decline/disengagement (in late adulthood). However Super’s later “life span life 
space approach” acknowledges that the process of career development does not 
essentially occur in this linear manner since individuals often engage in a process of 
re-exploration in the establishment and maintenance stages of their career. 
Furthermore he highlights the fact that career is only one of a number of life roles 
and it is the interaction between these different roles that define one’s changing 
identity.
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3.4 Identity Theory
The emphasis on demarcation of roles has been previously placed by Stryker (1968) 
who claims that “it is essential to treat the self as a complex, differentiated unit rather 
than as an undifferentiated unity” (p. 559). Taking a sociological perspective and in 
line with symbolic interactionism, Stryker recognises the interplay between 
expectations set out by society and the different identities that an individual upholds, 
and that both these aspects influence the resultant behaviour. Through identity 
theory, he asserts that the distinct roles, such as familial and occupational, “exist in a 
hierarchy of salience” (p. 560) and an individual acts according to the importance 
given to a particular role.
Stryker and Burke (2000) describe identity as those “parts of a self composed of the 
meanings that persons attach to the multiple roles they typically play in highly 
differentiated contemporary societies” (p. 284). As an organized structure, then, in 
any given situation, the individual is motivated to act according to the most salient 
identity (or role) and will seek to be part of a group in which that identity can be 
fulfilled. Moreover, being a dynamic process, the hierarchical structure of an 
individual’s roles is bound to change across the life span, both in content and form, 
resulting in the modification of one’s behaviour. This might result in an individual’s 
decision to move away from a social group in which a particular role is held, to 
another group where a more salient role identity can be maintained.
3.5 Social Identity Theory
Membership in social groups is an integral part of individual identity. Lewin (1948) 
stated that “one of the most important constituents of the ground on which the 
individual stands is the social group to which he/she belongs” (p. 145). Furthermore, 
in his hierarchy of needs, Maslow (1968) considered the need to belong to be one of 
our primary drives (after satisfaction of hunger and safety but before the need for 
esteem). Research in the early 1970’s recognized that an individual’s behaviour is 
not just a product of one’s personal identity and individual differences but also 
influenced by the group(s) processes which he/she forms part of.
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The development of Social Identity Theory initiated within the field of social 
psychology through a number of “minimal group studies” by Tajfel, Flament, Billig 
& Bundy (1971). These studies were primarily aimed at identifying the minimal 
conditions for group members to discriminate in favour of their own group against 
another group. However, social identity research gradually shifted its focus from 
group interaction to self-definition through group membership, particularly in the 
1990s (Hogg & Terry, 2000).
Tajfel et al. (1971) concluded that once group members categorised themselves as 
part of a social group, they acted out of “ingroup favouritism” at the cost of 
discriminating outgroups. Further outcome was noted by Tajfel (1981) who asserted 
these studies indicated that “social categorization required the establishment of a 
distinct and positively valued social identity” (p. 37). This positive distinctiveness 
between one’s psychological group membership and other groups was acknowledged 
to form the basis of individual sense-making and enhancement of one’s self esteem. 
Indeed Tajfel (1981) defines social identity as “the individual’s knowledge that he 
belongs to certain social groups together with some emotional and value significance 
to him of this group membership” (p. 31). Through the principles of self-esteem and 
distinctiveness, individuals seek to become attached to a social group and define 
themselves as part of that group so as to enhance their identity through that group’s 
function, image and achievements.
Further theory development on social identity broadened its understanding from the 
initial focus of intergroup differentiation to a concept that served “to create and 
define the individual’s place in society” (Tajfel & Turner, 1979, p. 40-1).
Individuals find meaning in who they are by defining themselves as part of the group 
(we) rather than personally (I). Thus social identity salience was acknowledged to 
depend on whether an individual’s behaviour was based on one’s personal 
motivations and characteristics or the group’s. Tajfel (1978) presented this 
distinction on an interpersonal -  intergroup behaviour bipolar continuum. He 
explains that social identity is most significant when an individual thinks and acts in 
terms of one’s group membership, that is, closer to the intergroup behaviour end of 
the continuum. One’s positioning on this continuum depends on the interplay
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between an individual’s social and psychological factors, that is, one’s membership 
in social groups and his/her interpretation of those memberships.
Along similar lines, Tajfel (1975) defined social identity salience through an 
individual’s “belief structures” which he explained as a “social mobility -  social 
change bipolar continuum”. At one end of the continuum, social mobility beliefs are 
based on the understanding that people can move freely between groups for the sake 
of self-enhancement (individualised behaviour). At the other end, social change 
beliefs are characterised by the notion that improvement can only occur within a 
context of group action (collective behaviour). An individual’s positioning on the 
continuum is the outcome of one’s objective social structure and his/her perception 
of the situation which will influence the resultant behaviour. If an individual’s social 
identity is high (that is polarised towards the “social change” end of the continuum), 
then it is more likely that he/she will work to improve the group in negative 
situations rather than move to another group.
Social identity theory is increasingly applied to explain social behaviour within 
diverse fields and settings. For instance, in an experimental study within a prison 
setting, Haslam & Reicher (2006) found that as the prisoners’ social identity was 
enhanced the social support they provided to each other increased, resulting in better 
handling of situational stressors, particularly those imposed by their guards.
On the other hand, as the guards’ social identity decreased, they provided each other 
with less support and gave way to the stressors they faced. However, a crucial 
limitation of social identity theory is its lack of attention to the cognitive processes 
involved in social identity formation and development (Wharton, 1992). Several 
questions remained unanswered, such as: Why does an individual choose to define 
oneself in terms of one group membership over another? What are the mechanisms 
involved for an individual’s social identity to become more salient? Indeed this is 
the main focus of self-categorization theory which is presented below.
3.6 Self-Categorization Theory
Self-categorizations are cognitive representations of the self pereeived as being a 
member of a specific group and therefore shares common attributes with that group’s
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members but is distinctly different from other groups’ members (Turner, Hogg, 
Oakes, Reicher & Wetherell, 1987). The psychological process of “switching on” 
one’s social identity has been termed “depersonalisation” as an individual moves 
from focussing on the personal idiosyncratic characteristics and motivations to those 
of the group that he/she identifies with (Turner, 1982). The individual’s social 
identity influences one’s resultant emotions, perceptions and behaviour. However 
this switching on is not an instant reaction but a developmental process. 
Depersonalisation involves a process of “self-stereotyping” where individuals 
gradually perceive themselves to share common attributes with the rest of the group 
and “act in terms of the shared needs, goals and norms which they assign to 
themselves, and indirectly through the perceptual homogenization of others which 
elicits uniform reactions from the perceivers” (Brown & Turner, 1981, p. 39).
Turner’s (1982) self-categorization theory proposes that our cognitive mechanism 
controls movement on the interpersonal -  intergroup continuum put forward by 
Tajfel (1978). He asserts that our self-concept can be defined on the same continuum 
whereby interpersonal behaviour is related to our personal identity and intergroup 
behaviour with our social identity. Turner (1982) argues that “social identity is the 
cognitive mechanism that makes group behaviour possible” (p. 21) so intergroup 
behaviour can only take place if the members’ social identity is “switched on”. 
Following this argument, Haslam, Postmes and Ellemers (2003) contend that 
organizational behaviour depends on whether its members’ organizational identity 
(as a specialised form of social identity) is salient. Indeed, organizational identity is 
a form of self-categorization by the individual with the organization that he/she 
forms part of (Haslam, 2004; Comelissen, Haslam & Baimer, 2007). Organizational 
identity is discussed further on in this chapter.
Moreover, various levels of self-abstraction exist as the individual identifies with 
multiple social self-categories at different levels. For example, a person within an 
organization perceives oneself as a team member, a departmental member and an 
organizational member. Referred to as “functional antagonism”. Turner (1985) who 
formulated this prineiple proposes that all levels are relative to each other and as one 
level of self-categorization increases in salience, the other levels’ salience decreases.
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However, organizational research shows positive correlations between work-team 
identification and organizational identification, concluding that the different levels 
are generally compatible (Hennessy & West, 1999; van Knippenberg & van Schie, 
2000). Perhaps this explains why the contract maker in the psychological contracting 
process can involve individuals at different levels of leadership (such as line 
manager. Human resources manager or general manager).
Furthermore the salience of one level of self-abstraction depends on the degree of 
perceived “prototypicality” with a particular group. For example, a psychologist has 
more intragroup similarities with other psychologists than with the scientists group. 
However in a meeting between a group of scientists (including psychologists) and 
engineers, a psychologist identifies him/herself more with the group of scientists than 
engineers. This highlights the importance of social context in the self-categorization 
process. Moreover it shows that self-definitions and group attributes which 
differentiate an ingroup from an outgroup are not stable features but depend on one’s 
“fit” within that particular social context. Such fluidity in self-categorizations has 
been recognized in organizational research, for example, in terms of employees’ 
gender and race (Fajak & Haslam, 1998; Ridgeway, 1991; Wharton, 1992).
Both the individual’s choice and level of identification influence one’s self­
categorization as he/she shares group attributes with other members, forming a 
shared social self-categorization (Turner, 1985). On a group level, the resultant 
positive distinctiveness from other social groups stimulates a synergetie 
organizational culture (Hofstede, Neuijen, Ohayv & Sanders, 1990). This continuous 
interaction between individual cognition and social context indicates a high level of 
interdependence between the two (Turner, Oakes, Haslam, & McGarty, 1994). 
Furthermore it highlights the importanee of social context in the formation and 
development of an individual’s identity -  both personal and social.
3.7 Identity Process Theory
Breakwell (1986, 1993) takes a social psychological approach to understanding 
identity as it brings together concepts developed in different psychology traditions. 
She puts forward Identity Process Theory (IPT) where identity is acknowledged “as a
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dynamic social product, residing in psychological processes” (1986, p. 9). Identity is 
explained to be defined by its two fluid structural components and two dominant 
processes, guided by four prime principles and responsive to its social context by 
responding to it through action. She emphasizes that identity must be considered as a 
developmental process occurring through one’s lifespan, influenced by the 
interaction of the individual with the environment.
3.7.1 The Structural Components of Identity
The structural components are made up of two dimensions: content and value. While 
the content dimension consists of the characteristics that define one’s social identity 
(such as roles) and personal identity (for example attitudes and ideals), the value 
dimension refers to the worth given to each of these characteristics. Both the content 
and value dimensions are variable as the identity structure is “fluid, dynamic, and 
responsive to its social context” (Breakwell, 1986, p. 19). Thus both dimensions are 
dependent on the individual’s experience for their development over time.
3.7.2 The Processes of Identity Development
A major contribution to understanding the identity processes is Piaget’s cognitive- 
development theory which is defined by its dominant processes, namely assimilation 
and accommodation that lead to a state of equilibrium (Piaget & Inhelder, 1966). 
Although this theory was originally directed towards explaining childhood cognition, 
the terms and concepts have been applied to explain adulthood cognitive 
development (Whitboume, 2001). “Assimilation refers to the absorption of new 
components into the identity structure; accommodation refers to the adjustment 
which occurs in the existing structure so as to find a place into which to fit the new 
elements” (Breakwell, 1986, p. 23). Breakwell terms the other dominant process as 
“evaluation” which “entails the allocation of meaning and value to identity content 
both new and old” (p. 23). This corresponds to Piaget’s “equilibrium” state.
3.7.3 The Principles guiding the Processes’ Operation
The two identity processes outlined above are guided by four prime principles 
namely: distinctiveness meaning a person’s need to feel unique; temporal continuity 
between the past, present and future; self-efficacy denoting the belief of one’s
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capabilities; and self-esteem which indicates a feeling of personal worth (Breakwell, 
1986, 1993). Each of these principles takes priority according to the specific 
situational demands and their salience provides the impetus for action. The 
individual strives to achieve an optimal adaptation to the environment by maintaining 
a balance between consistency of the self (identity assimilation) and adjusting in 
response to the encountered situations (identity accommodation). Thus although the 
outcome is different in diverse circumstances, these prineiples remain unchanged 
throughout the life span.
3.7.4 Coping with Identity Threat
An individual chooses to take part in aetivities which conform to one’s identity, 
avoiding threats to the existing state as much as possible. “A threat to identity oceurs 
when the processes of assimilation-accommodation and evaluation are, for some 
reason, unable to comply with the principles... which habitually guide their 
operation” (Breakwell, 1986, p. 47). Such threats can be internal, caused by a 
situation which creates conflict between the prime principles or external to the 
individual, mainly because a faced situation is incongruent with the present value 
given to the identity principles. Once threats become conscious, the individual seeks 
to apply a coping strategy at an intrapersonal, interpersonal and/or intergroup level. 
The individual may resolve the threat by altering one’s identity strueture both in 
content and value and/or the priority given to any of the identity prineiples.
Otherwise one might decide to move away from the present social context which is 
creating the threat.
My focus on identity process theory does not intend to imply that it is the only 
explanation to identity development. Indeed, Breakwell (1986) does not claim 
originality of the theory’s components but rather seeks to represent different 
elements into an interactive framework, which is not essentially exhaustive.
However I believe that Breakwell has managed to define and integrate both the 
content and process dimension of identity formation, which is in line with the present 
research. Other theories have been put forward which generally contain the same 
elements as the one I foeus on. For instance, Erez and Earley’s (1993) cultural self­
representation theory define the self as a socially positioned “dynamic interpretive
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structure that mediates most significant intrapersonal and interpersonal processes” (p. 
26). They argue that there are three needs which drive the process of developing and 
maintaining one’s sense of self, namely the need for self-enhancement, self-efficaey 
and self-consistency. This is also in line with Weick’s (1995) understanding which 
highlights the interaction between individual identity needs and the process of 
sensemaking as he explains that “it is the ongoing fate of these needs that affects 
individual sensemaking in organizations” (p. 20).
3.8 Organizational Identity
Ashforth and Mael (1989) assert that organizational identity is a “specific form of 
social identity” (p. 22) where individuals seek to belong to a distinct organization as 
the social group which enhances their self-esteem. The inclusion of organizational 
identity as part of individual identity occurs through a dynamic process of 
organizational identification (Ashforth, Harrison & Corley, 2008). Organizational 
idenitification is defined as the “perception of oneness with or belongingness to an 
organization, where the individuals defines him or herself in terms of the 
organization(s) which he or she is a member” (Mael and Ashforth 1992, p. 104).
Thus the cognitive process of self-categorization mentioned earlier occurs where the 
individual sees oneself as fitting the stereotypical image of the organization (Haslam, 
2004; Comelissen, Haslam & Balmer, 2007). Such identification has long been 
acknowledged to benefit from positive consequences both to the organization (for 
example, high job effectiveness and low turnover) and to the employee (for example 
job satisfaction) (such as Brown, 1969; Dutton, Dukerich & Harquail, 1994; Lee, 
1971).
The several antecedent and consequential factors pertaining to social identity find 
relevance in organizational identity (Ashforth & Mael, 1989). An individual 
internalises one’s membership and role within this speeialised social group to 
become established as part of one’s self-concept, taking on the organizational values, 
interests and norms as one’s own. Dutton and Dukerich (1991) contend that 
“individuals’ self-concepts and personal identities are formed and modified in part by 
how they believe others view the organization for which they work” (p. 548). A 
study by these authors concludes that employees seek to maintain a positive
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organizational image since damaging it is perceived as a threat to their personal 
identity and a negative image might drive the employee to disassoeiate oneself from 
it. Since the individual’s personal identity includes an element of organizational 
identity, the organization becomes a “mirror” in which to view the self, which 
reflects the concept developed by Cooley (1902) discussed earlier.
In organizational ehange processes, Millward and Kyriakidou (2004) postulate that 
employees need to perceive the future image to be more attractive and viable than the 
perceived current image for their organizational identity to remain in force. However 
it requires to simultaneously carry forward the valued elements of the old identity. 
This is in line with the conclusion drawn by van Knippenberg, van Knippenberg, 
Modem and de Lima (2002) that continuity of identity is crucial to merger success. 
Any form of change, whether planned or not, can present a threat to the individual 
members resulting in fear and resistance (George & Jones, 2001). Such threats have 
translated into diverse outcomes such as: negative emotions and moods including 
anxiety, depression and feelings of betrayal (Conway & Briner, 2002a); lowering 
one’s sense of well-being (Conway & Briner, 2002b); reducing one’s organizational 
commitment (Coyle-Shapiro & Kessler, 2002; Lester, Tumley, Bloodgood & Bolino,
2002); and becoming pessimistic and sceptical towards the organization (Johnson & 
O’Leary-Kelly, 2003).
Riketta, Van Dick and Rousseau (2006) distinguish between two types of 
identification with organizations, namely “situated” which is “temporary and 
limited” and “deep-structure” representing “enduring and multi-faceted” 
identification (p. 206). They contend that situated identification is based and 
depends on the tangible cues presented by the organization during the employee’s 
socialisation process, such as corporate identity and explicit contract terms. This 
“elemental form of identification” occurs through the matching and sharing of one’s 
interests with the organization’s interests but will only continue to exist if these 
situational cues are present (Rousseau, 1998b). On the other hand, deep-structure 
identification takes place when one’s membership with an organization becomes part 
of his/her self-concept and self-definition, changing “the mental model individuals 
have of themselves to incorporate the organization itself’ (Rousseau, 1998b, p. 218).
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Although deep-structure identification is a progression of situational identification, 
cues are no longer necessary for the former and only participation is necessary. It 
denotes one’s attachment with the organization which develops over time during the 
employment term and is promoted through a healthy reciprocal relationship between 
the employee and employer.
There has been much debate about the meaning of organizational identity since the 
concept is seen as having “the capacity to be both an externally shared and 
negotiated product and an internalised aspect of the collective self’ (Haslam,
Postmes & Ellemers, 2003, p. 358). Thus apart from the individual meaning of 
social belonging, this theoretical and applied construct also represents the 
organization’s point of view as the central, distinctive and enduring “character” of an 
organization (Albert & Whetten, 1985). The term “character” denotes the values, 
ideologies and norms which differentiate one organization from another. From this 
perspective, organizational identity signifies the schema for what the organization is 
about and its way forward (Ashforth & Mael, 1996).
Furthermore Dutton, Dukerich and Harquail (1994) argue that there is a distinction 
between the employees’ perceived organizational identity and their image of what 
non-members think it is. This demonstrates the dual understanding of organizational 
identity as having both an external and internal facade. As an employee becomes 
part of an organization, he/she learns more about its culture, attaining a more realistic 
view and also internalizing organizational values, which results in a subjective 
experience. However the individual still holds an objective, external perception of 
organizational identity which represents its image. Hatch and Schultz (2002) 
maintain that “organizational identity needs to be theorized in relation to both culture 
and image in order to understand how internal and external definitions of 
organizational identity interact” (p. 991). These authors explain that dynamic 
processes occur whereby identity is embedded in culture as it expresses cultural 
understandings. In addition, identity mirrors the image held by others which in turn 
leaves impressions on them.
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Organizational identity follows the social identity approach where members come to 
perceive themselves as being distinctively different from other organizations and 
categorise themselves as stereotypically fitting the prototype of their organization. 
Haslam, Oakes, Reynolds and Turner (1999) assert that the employee’s self­
categorization which leads to higher stereotypicality is enhanced if their social 
identity is salient. The “character” of the organization, as denoted by Albert and 
Whetten (1985) mentioned earlier, is internalized to become part of their personal 
identity. Indeed, this thesis focuses on this presented understanding where emphasis 
is placed on organizational identity as a property of the individual within a work 
setting.
3.9 Dealing with various aspects of Individual Identity
The diverse perspectives and theories on identity described above present the basic 
principles on which an individual is likely to respond to a presented situation at a 
cognitive, affective and behavioural level. However, this is not a linear or 
straightforward process. For instance, Hornsey and Jetten (2004) point out the 
balancing act between the need to belong put forward by the social identity 
perspective and the need to be different proposed by identity process theory. They 
assert that individuals must perceive individual distinctiveness, even within a group. 
Examples of ways for achieving this are either through role differentiation or through 
identification with a specific subgroup.
Ellemers, Spears and Doosje (2002) highlight this interplay between the individual 
self (personal identity) and the collective self (soeial identity), and maintain that one 
is not superior to the other. Instead, the salience for each type of identity varies 
according to the presented circumstanees. Ellemers et al. put forward a taxonomy of 
identity concerns and motives brought about by diverse social situations where the 
individual needs to act in order to maintain equilibrium in their sense of identity 
(Table 3.1). This taxonomy amalgamates various aspects of individual identity 
described earlier. The authors make general reference to groups; however, their 
integration of identity issues can also be applied to an individual’s involvement with 
an employing organization, as a form of group membership.
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The social context presents identity threats to the individual but also provides 
opportunities to resolve them. Encountered situations presented by the social context 
are defined as three categories: ones that present no threat; individual-directed threat; 
and group-directed threat. These are examined against the individual’s level of 
group commitment, that is, the strength of one’s ties with a particular group, 
classified as either low or high. Although these distinctions appear to be simplified 
since multiple threats can occur simultaneously and varying levels of group 
commitment exist, they provide an understanding of the possible resultant outcome 
from diverse situations.
Table 3.1: A taxonomy of identity concerns and motives 
(Ellemers, Spears & Doosje, 2002)
Group commitment
Low High
No threat
Concern: Accuracy/efficiency Social meaning
Motive: Non-involvement Identity expression
Individual-directed threat
Concern: Categorization Exclusion
Motive: Self affirmation Acceptance
Group-directed threat
Cognitive: Value Distinctiveness, value
Motive: Individual mobility Group affirmation
I will now address each cell in turn. Firstly, when group commitment is low and no 
identity threat is present, an individual engages in a sensemaking process to achieve 
accuracy and efficiency, though he/she remains generally uninvolved. Using 
Turner’s (1982) terminology, one’s social identity is not “switched on” and the 
“depersonalization” process does not occur. The individual’s behaviour is therefore
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impelled by personal motivations and characteristics rather than the group. For 
example, an individual might intentionally choose to join an organization for a fixed 
short term, perhaps to acquire some necessary work experience or training. He/she 
remains uninvolved, particularly at an affective level to facilitate the required 
imminent termination. Secondly, when group commitment is high in a non­
threatening situation, an individual seeks to gain social meaning through 
identification with the group. “Intergroup differentiation” and “ingroup 
favouristism” as defined by social identity theory take place (Tajfel, 1981; Tajfel & 
Turner, 1979). For instance, the individual may perceive the organization to offer 
the distinctiveness from similar organizations in the same line of business. 
Consequently, the individual starts to define oneself in terms of the employing 
organization, enhancing one’s social identity.
Thirdly, a person with a low level of group commitment may experience an 
individual-directed threat by being categorized with a particular group. Unwanted 
categorization motivates the individual to affirm oneself, through differentiation 
from the other group members. This relates to Hornsey and Jetten’s (2004) assertion 
about the need for individual distinctiveness within a group. Fourthly, an individual 
with a high level of group commitment is not threatened by categorization but rather 
by exclusion or rejection. Someone whose self-definition includes being part of a 
particular group needs to perceive oneself as being accepted by the other group 
members.
In the fifth scenario, when an individual with a low level of group commitment 
experiences group-directed threat, he/she becomes concerned with the group value 
and its resultant effect on one’s social identity in association with that group. The 
individual seeks “social mobility” (Tajfel, 1975) in order to dissociate oneself from 
the negative group identity and moves on to become part of a group which does not 
present such a threat. Last of all, in situations where an individual with high group 
eommitment is faced with a group-identity threat, he/she seeks to maintain 
distinctiveness and value through group affirmation. A longitudinal study on the 
effect of organizational restructuring on individual identity shows that post­
restructure identification was lower than pre-restructure identification, both at work­
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group and organizational level (Jetten, O’Brien & Trindall, 2002). However this 
effect was buffered if pre-structure organizational identification was higher when 
compared to work-group and employees in this position were less negative about the 
upcoming change. This is an example where “functional antagonism” (Turner, 1985) 
is effective as the stronger affiliation with the superordinate group seems to provide 
the “continuity” (Breakwell, 1986) needed to maintain individual identity.
3.10 Chapter conclusion: Towards an understanding of how individual identity 
influences the psychological contract
The crucial question of “who am I?” is integral to our sense of self, defined by our 
individual attributes and roles. We tend to choose what affiliations and roles we 
decide to engage in, opting for situations that are congruent with our identity. In this 
respect it seems plausible to suggest that an individual chooses to become involved 
in psychological contracting with an organization that complements one’s present 
identity rather than one that leads to an identity threat. An individual’s interaction 
with an employing organization, both in terms of one’s occupation and also as a 
social group, becomes part of this self-definition.
Since an individual’s sense of identity pre-exists psychological contracting with an 
organization, this thesis argues that there is therefore the need to try and understand 
how one’s identity influences psychological contract formation and development.
The following chapter aims to link the two concepts, based on what is available in 
the literature and presents the propositions intended to be explored and discussed 
through this thesis.
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L in k in g  In d iv id u a l  Id e n tit y  
TO THE P sy c h o lo g ic a l  C o n tr a ct
4.1 Introduction and Chapter Overview
The decision to act upon the environment and get involved in preferred activities 
shows the individual’s attempt to express identity (Whitboume, 2001). Locke (2001) 
contends that the centrality of work in people’s life makes any related factors vital to 
self-esteem and they strive to maintain a work situation that is congruent with their 
identity. Thus it is more probable that an individual engages in psychologieal 
contracting with an organization that fits one’s concurrent identity structure.
However considering Erikson’s theory of human development, interests are subject 
to change along the lifespan which might serve as the driving force for the individual 
to consequently change one’s occupation or work context. As a result, one’s 
psychological contract is inevitably affected.
Previous writings on the psychological contract have suggested that identity plays a 
pertinent role in the contracting process (Haslam, 2004; Riketta, Van Dick and 
Rousseau, 2006; Rousseau, 2001). However, to date, the psychological contract as a 
process influenced by one’s identity is still under-investigated. This research aims to 
fill this gap in the literature by exploring the influence of individual identity in the 
process of psychological contract formation and development. In this chapter, I first 
present the cross-sectional research within a military organization (Cachia, 2008) 
which instigated this research project, as mentioned in the Thesis Overview (Chapter 
1). Then I attempt to explore any links between the two concepts, referring to the 
reviewed literature in Chapter 2 and 3. Finally I put forward the research questions 
and propositions whieh were explored in this thesis.
4.2 Fulfilment of Identity needs through the Psychological Contract
The cross-sectional study referred to earlier (Cachia, 2008) was part of an ongoing 
research project with the Royal Navy (Millward, Riga & Tate, 2008) which was
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intended to inform their Retention Strategy. The research aim was to provide an in- 
depth understanding of how and why the employees’ psychological contract was 
attained and maintained or terminated. A triangulated method was adopted, using 
surveys, focus groups and semi-structured interviews with both new recruits (in their 
initial training phase) and petty officers (post-training personnel). Cachia’s study 
focussed on the outcome of the repertory grid teehnique, based on Kelley’s (1955) 
theory of personal constructs, which formed part of the individual interviews with 
202 participants. The repertory grid technique consists of defining specific and 
distinct elements which are meaningful to the individual and then identifying 
differences between the elements, referred to as constructs (Brewerton & Millward,
2000). The established elements were five temporal categories namely: “me before 
entry” (that is, before joining the Royal Navy); “me on entry”; “me now”; “me in the 
near future” (which was defined as one to two years’ time); and, “me in longer term” 
(defined as in ten years’ time). Content analysis (Krippendorf, 2004) was utilised to 
identify common themes from the elicited constructs which were supported by 
excerpts from the transcription of the exploration process.
Results from this study showed that individuals seemed to engage in psychological 
contracting with the organization because it is perceived to be aligned with their self- 
concept and interests or they believe that this will lead them to a better fulfilled sense 
of identity. They also sought to become attached to this social group and define 
themselves as part of it so as to enhance their self-esteem through identification with 
that group’s distinctive function, image and achievements -  whieh forms the basis of 
Social Identity Theory (Tajfel, 1978). Thus results from this study show that an 
individual’s engagement in psychological contracting finds its genesis, at least 
partially, in the motive of fulfilling identity needs. Moreover, maintaining a 
psychological contract is identified as a means of coping with and resolving existing 
threats to identity, particularly self-efficacy as well as self-esteem, continuity and 
distinctiveness - the four prime principles of Identity Process Theory (Breakwell, 
1986, 1993). The present research aimed to explore whether similar mechanisms are 
in place in commercial organizations, outside a military setting, thus enhancing 
generalisability of the results. Furthermore, a longitudinal design captured the 
changing aspects of the participants’ individual identity.
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4.3 Parallelism between the Psychological Contract and Identity
The mental models created through life experiences, of both psychological contract 
and identity development, serve to make sense of newly-encountered situations. For 
example, when an employee perceives a breach of equity in the psychological 
contract, employees may look for ways to re-establish its balance (Robinson, 1996; 
Rousseau, 1995). One way of doing this is by reducing their contributions in job 
performance, both in-role and extra-role, thus altering elements of the psychological 
contract mental model (Tumley et al., 2003). Similarly, when an individual 
encounters a situation which is incongment to his/her identity mental model, he/she 
might resolve the threat by altering one’s identity stmcture both in content and value 
(Breakwell, 1986). Thus both mechanisms are probably activated simultaneously in 
a novel work situation, with changes in one mental model (identity) possibly 
influencing changes in the other (psychological contract).
Rousseau (1995) maintains that there are four distinct types of contraets occurring at 
both individual and group level, within and outside the organization. This 
classification seems to correspond to the categorization used to define the diverse 
forms of identity. For instanee, differentiation between the “psychological contract” 
and the “normative contract” is similar to the distinction between personal identity 
and organizational identity (a specialized, context-based form of social identity). In 
both sets of constructs, one exists on an individual level whilst the other deals with 
group level membership. Also, a two-way dynamic and continuous process oceurs in 
developing and defining their content and form. On the other hand, the “implied” 
contract is greatly influenced by the organization’s corporate identity, whilst the 
“social contract” compares to an individual’s general social identity (that is, not 
restricted to their employing organization). In particular, both concepts deal with 
subjective perceptions of the parties involved.
Furthermore, the notion of situated and deep stmcture identification with an 
organization (Riketta, Van Dick & Rousseau, 2006; Rousseau, 1998b) seems to have 
similar elements to Rousseau’s (1995) concept of transactional and relational 
psychological contracts respectively. Whilst both situated identification and 
transactional contracts are based on tangible and explicit terms, deep-structure
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identification and relational contracts involve the employee’s implicit beliefs about 
the employment relationship. This further suggests that there is a relationship 
between identity and the psychological contract.
4.4 A Process of Sensemaking
Ring and Van de Ven (1989) explain that “sensemaking processes derive from the 
need within individuals to have a sense of identity -  that is, a general orientation to 
situations that maintain esteem and consistency of one’s self-conceptions” (p. 180). 
Indeed, Weick (1995) contends that sensemaking is “grounded in identity 
construction” (p. 17). Individuals engage in a process of sensemaking, involving the 
negotiation between their sense of self in connection with their work and the related 
organization. He acknowledges identity as a central element which is defined and 
redefined through interaction and therefore it affects and in turn is affected by the 
process of sensemaking. This interdependence allows for the negotiation of the 
psychological contract to sustain an acceptable reality.
Moreover, Weick (1995) contends that individuals engage in a process of 
sensemaking when they encounter surprising situations that activate negative 
emotions and are therefore perceived as an identity threat. A psychological contract 
breach is usually translated as an identity threat and therefore this sensemaking 
process includes reviewing the psychological contract in an attempt to maintain the 
present self-concept (Conway & Briner, 2005). Thus participants of an 
organizational change must be engaged in a sense-making process where integration 
of the proposed changes with the current situation can be made through employee 
involvement (Weick & Quinn, 1999). Supporting this view, Coyle-Shaprio & 
Kessler (2000) suggest that the organizational leadership should openly discuss 
breaches in the contract content with employees so as to engage in a process of 
renegotiation rather than unresolved feelings of violation and betrayal. Resolution is 
attempted through enacting a plausible account of ongoing experiences, ranging from 
the past, to the present and into the future. This indicates a high degree of 
subjectivity as each individual engages in a process of assimilation-aceommodation 
to modify one’s existing schema (as per Identity Process Theory).
66
However, although the relationship between identity development and career has 
been widely acknowledged, such as through Erikson’s (1959, 1963) psychosocial 
theory, the link between identity and psychological contract has not yet been given 
its due attention. Yet identity has been recognised as a self-fulfilling lens through 
which individuals make sense of their encountering experiences at work (Dutton & 
Dukerieh, 1991). This thesis therefore investigates the psychologieal contract by 
considering individual identity as a filtering medium through whieh employees 
engage in this process of sensemaking.
4.5 The Mediating Role of Emotions
Parkinson (1996) links emotions with the eonstruction of identity, describing them as 
having a communicative function, a language to the self. Emotions also have an 
evaluative function as they are used in making sense of an experience, signalling 
discrepancies between what is experienced and one’s identity (Haviland-Jones & 
Kahlbaugh, 2000). Therefore negative emotions serve as an impetus to work 
towards achieving more desired circumstances, congruent with one’s identity.
Stryker (2004) acknowledges this communicative aspect of emotions, proposing 
them as “messages not only from the self but also to the self’ (p. 8).
Emotions are defined as states comprising affective, behavioural and cognitive 
elements, though the latter two components have been previously perceived as a 
separate psychological process (Forgas, 2006; Frijda, 2007). They are seen to be 
socially constructed (Parkinson, 1996) since emotions essentially involve language 
and an audience where the person experiencing the emotion can also be the audience 
(Sabini & Silver, 2005). Thus emotions serve a communicative purpose, both to self 
and to others (Johnson-Laird & Oatley, 2004).
Moreover, emotions are recognized to be central in the construction of identity, in 
trying to make sense of life’s experiences and integrate them to their existing 
identity. They act as a driving force to work towards desired outcomes or to resolve 
any incongruency with one’s identity. For instance, in terms of one’s social identity 
Perdue, Dovidio, Gurtman and Tyler (1990) found that in-group references such as
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“we” and “us” generate positive emotions while out-group pronouns such as “they” 
and “them” trigger negative emotions.
The role of emotions in organizational settings is a growing area of research 
(Barside, Brief & Spataro, 2003; Brief & Weiss, 2002; Fisher & Ashkanasy, 2000). 
Emotions have also been acknowledged to play an important role in the 
psychological contracting process, though research linking emotion with 
psychological contracts has mostly related to violation. Various studies conclude 
that negative emotions shown by the employee indicated concerns about the 
psychological contract (Conway & Briner, 2002b, Morrison & Robinson, 1997; 
Robinson & Morrison, 2000). In this context, a strong emotional response triggers a 
sensemaking process to try and justify the employer’s actions.
In their qualitative study, Parzefall & Coyle-Shapiro (2011) noticed that when 
intense emotional reactions were recalled, participants were quick to pinpoint events 
depicting breach, at the beginning of the interview. Such an emotional response also 
eompels the individual to evaluate their prior expectations (Weick, Sutcliffe & 
Obstfeld, 2005). Thus emotions have an important role in breach situations (Dulac, 
Coyle-Shapiro, Henderson & Wayne, 2008), implying their contribution to 
psychological contract development. Furthermore, Robinson and Rousseau (1994) 
consider the strong emotional response to violation due to the fact that psychological 
contracts are based on trust in the employment relationship. Less explicitly, 
emotions have been acknowledged as being important in sustaining the relational 
aspects of the psychological contract (Riketta, Van Dick & Rousseau, 2006). It 
therefore seems plausible that emotions act as a linking pin between the dynamic 
processes of identity and psychological contracting. However the role of emotions in 
psychological contract formation and development is still somewhat under-explored.
4.6 Research Questions and Propositions: Towards an understanding of how 
individual identity influences the psychological contract
The focus of this thesis was to explore further how individual identity and the 
psychological contract were linked to each other. The overarching research 
questions were:
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1. How does individual identity influence psychological contract formation?
2. How does identity development influence psychological contract development?
A number of propositions have been derived from these research questions which 
were explored through the conducted studies:
Proposition 1: The formation o f  the psychological contract is primarily motivated by 
identity factors belonging to the individual. As individual identity (involving both 
personal and social identity) precedes one’s involvement with an employing 
organization, it inevitably influences the resultant psychological contracting process. 
The individual chooses the organization that he/she believes to f i t  with one’s present 
sense o f self.
Proposition 2: Psychological contract development and maintenance depends 
primarily on the continuedfulfilment o f the individual’s changing identity needs and 
not centred round the original perceived promises made by the employer. Whilst the 
employer’s perceived promises at the initial stages o f employment serve as the 
deciding factor as to whether one joins an organization, these promises become less 
important as long as the individual’s identity needs keep being met.
Proposition 3: Individuals who develop a salient organizational identity, develop and 
maintain their psychological contract with their organization. The more positive an 
individual’s experience as part o f the organization is, the more likely he/she will 
establish a fulfilling psychological contract. This is because the individual feels 
included in this social group.
Proposition 4: Individuals who have a strong organizational identity have more 
relational rather than transactional elements within their psychological contract. As 
individuals consider themselves more as “we ” rather than “I ” and “them ” with 
regards to the organization, the more their psychological contract focuses on 
implicit emotionally-centred elements such as trust and loyalty rather than economic 
exchanges, usually mentioned explicitly in their contract. The received transactional
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elements, such as a training opportunity get to be perceived as the outcome o f the 
growing relational aspect o f their psychological contract.
These propositions will be later discussed (Chapter 9) in view of the outcome from 
this research. The next section of this thesis presents the methodology adopted and 
the studies conducted to research the topic.
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M e t h o d o l o g y  O v e r v ie w
5.1 Chapter Overview
This chapter begins by focusing on the methodological approach taken in past 
research on the psyehological eontract, including a critique by researchers on the 
topic (Section 5.2). Section 5.3 addresses the epistemological framework for this 
research by considering the perspectives taken in past research on the topic, and 
presenting my own position. This is followed by the research design adopted 
(Section 5.4), a short note on the research participants (Section 5.5) and the guiding 
principles for evaluation of the collected data (Section 5.6). Section 5.7 presents 
some personal reflections on the choice of topic for this thesis. In eonclusion.
Section 5.8 provides a contents summary of the following chapters in the rest of this 
section.
5.2 Introduction
The psychological contract has been investigated using diverse methodologies. Such 
practise is commendable for good research practice so as to confirm that the outcome 
represents the phenomenon being studied rather than an “artefact of the method” 
(Breakwell & Rose, 2006, p. 18).
There have been two major criticisms about psychological contract research, 
explicitly noted by Conway and Briner (2005). First of all, the vast majority of 
studies are quantitative using the survey method. In their review of fifty-six 
empirical studies, 70 per cent featured cross-sectional questionnaire surveys, 20 per 
cent used longitudinal questionnaire surveys and 10 per cent followed a qualitative 
design, particularly using interview methodology. Taylor and Tekleab (2004) have 
labelled the excessive use of the same methods in researching this concept as a 
“methodological rut” and call for researchers to “take stock” of the situation and 
progress in their methods of investigation (p.279).
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Another point highlighted by Conway and Briner (2005) is that much of the research 
focuses on two aspeets of the psychological contract, namely content and form, 
mainly through examining breach. Thus the process dimension is neglected, failing 
to gain insight on its ongoing development. Moreover, the largely used cross- 
sectional research can only give snapshots of the experience. To overcome these 
limitations and get a better picture, these authors recommend that longitudinal 
research should be conducted with more than two time points.
It is recognized that understanding what features are central to the psychologieal 
contracting process is crueial but this facet is least researched (DelCampo, 2007). So 
far, identified properties of the psyehological contract include the degree of 
narrow/wide scope overlap between work and non-work life (particularly, the level 
of spill over into the employee’s personal life), written/unwritten communieation and 
certainty/uncertainty issues (MacNeil, 1985). DelCampo (2007) asserts that 
“feature-oriented psychological contract research will provide more insight into how 
the agreement is communicated and what methods of communication are of most 
benefit” (p.436). Furthermore Robinson and Morrison (2000) contend that good 
psychological contract investigation should capture the unique subjective experience 
while also aiming for an objective assessment that can be generalized across 
populations and settings. Thus analysis at both a within- and between-participants’ 
level is demanded. All the points above were taken into consideration in planning 
out this project.
A particular contribution, from this project, to research methodology in general was 
the publication of a critique on the use of the telephone medium for qualitative data 
collection (Cachia & Millward, 2011). As noted later on in Chapter 6 (Section 
6.4.1.1), previous literature on the topic is scarce and the telephone is broadly 
considered as inferior to the face-to-face setting in scientific research. This journal 
article presents the telephone medium as an equally viable option to other established 
methods.
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5.3 The Epistemological Framework for this Research
Rousseau (1989, 1995) concretely defined the conceptualisation of psychological 
contract formation as solely the outcome of the observable transaction between the 
employee and employer. This widely-accepted understanding meant that the 
psychological contract became viewed as a quantifiable notion which could be 
researched using empirical techniques, such as surveys. Thus the epistemology and 
methodology of most studies on psychological contracts focussed on its measurable 
constructs, regarding it as an objective concept Such an approach falls within the 
positivist realm which in the latter part of the twentieth century became the dominant 
paradigm in psyehological research (Danziger, 1990). Realism (to which positivism 
subscribes) views knowledge as one universal reality whieh exists independently 
from human experienee. Hence this position assumes common patterns of behaviour 
which can be generalised and consequently the added knowledge generates 
instruments that can be used across populations. It also makes causal explanations 
possible which is evident in the vast literature on psychological contract breach.
However, the positivist epistemology has its limitations too. The uses of closed- 
ended questions in survey methodology and laboratory studies are generally limited 
and deduetive since only the measurable constructs can be tested, making up just 
parts rather than the whole phenomenon being investigated (Wetherell, MeGhee & 
Stevens, 2001). Indeed, Gigerenzer (1991) asserts that the applied methodology 
influences the type of outcome and consequently the emergent theoretieal 
contributions. For instance, a cognitive-oriented method gives cognitive findings, 
without consideration to other psychological processes. Furthermore, findings may 
be depersonalised (Walsh-Bowers, 1999) as the subjective experience is not explored 
and so, not represented (Tice & Wallace, 2003).
At the other extreme of realism is the relativist position whieh maintains that 
knowledge lies within the individual experience, where the meaning of reality is 
subjective and context-specific. For instance, an alternative epistemology to 
positivism is phenomenology which focuses on ‘the meaning of the lived experiences 
for several individuals about a concept’ (Creswell, 1998, p.51). Hence a qualitative 
approach is taken where narrative data is colleeted. Murray (2003) defines a
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narrative “as an organized interpretation of a sequence of events” (p. 113). The 
participants’ narrated events are analysed and organized into meaningful themes that 
represent their story. Within psychological contract research, this approach has been 
adopted by a very limited number of case studies on organizations where diverse 
methods were used for data collection from employees and management personnel 
(such as Grant, 1999; Greene, Ackers & Black, 2001).
The main objectives of this thesis, that is, to focus on the subjective experience and 
to explore potentially yet-unrecognised factors influencing the psychological 
contract, demanded a move away from the conventional positivist framework. On 
the other hand, this project sought to bring together the outcome from the 
participants’ subjective experiences into an objective set of themes. As a result, this 
could add generalised knowledge to the present understanding of the psychological 
contracting process, thus taking a realist stance. In view of these multiple positions, 
this research takes on a post-positivist philosophy, namely the critical realist 
approach which lies between the two standpoints of relativism and realism. Critical 
realism brings these two positions together as it upholds the belief that both 
discursive (observable) and non-discursive (unobservable) elements contribute to the 
significance of social events (Sims-Schouten, Riley & Willig, 2007). Consequently 
this analytic position requires the researcher to seek a deep understanding of any 
social event, beyond the discursive experience presented, to unveil the mechanisms 
that maintain its practice (thus exploring both explicit and implicit terms of the 
psychological contract).
Critical realism also acknowledges that individuals influence their social world as 
much as they are influenced by it (Bhaskar, 1989). Taking a critical realist approach 
in this research meant that consideration was made into why individuals choose to 
engage in psychological contracting with one organization over another, rather than 
solely focussing on the actual employment relationship. This was done by 
examining the context and occurring events, and how these influence the 
psychological contracting process. Critical realism is my epistemological position in 
research generally since I agree with the concept of a shared reality as it allows for 
shared understanding and sense-making within organizations, both within research
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and practice settings. However I believe that the construction of meaning occurs 
both at an individual and organizational level. This parallels with the notion of the 
psychological contract and normative contract put forward by Rousseau (1989,
199^k
5.4 Research Design
The aim of this research was to explore the participants’ experience of psychological 
contract formation and development. The qualitative paradigm was adopted as a 
general framework since this approach acknowledges and allows for the 
investigation of psychological processes, while considering the social context in 
which they occur. Kenwood and Pidgeon (1992) argue that the aim of qualitative 
research is description, rather than causal explanation, which can offer rich 
theoretical contributions emerging from the detailed data. This means that the 
resultant outcome can be generalised theoretically but not statistically (Willig, 2001). 
With reference to qualitative longitudinal research, Yates (2003) asserts that “the 
meaningfulness and contribution of studies of this type lie in multiple acts of design, 
comparison, reflexive interpretation and dialogue with the broader field” (p. 223). 
This is in line with what this thesis aims to achieve.
Moreover, Kenwood and Pidgeon (1992) advise that the chosen research 
methodology should be based on the research question. They also assert that 
research can be strengthened by using a multi-method approach, utilising both 
qualitative and quantitative methodologies, thus taking advantage of each approach’s 
strengths. Indeed, Rousseau and Tijoriwala (1998) contend that psychological 
contract research should include both quantitative and qualitative methods. 
Consequently, a multi-method design was incorporated within this project.
A multi-method approach is the “conduct of two or more research methods, each 
conducted rigorously and complete in itself, in one project. The results are then 
triangulated to form a comprehensive whole” (Morse, 2003, p. 190). Using both 
qualitative and quantitative methods allows for a greater diversity of outcome, thus 
enriching it, especially if conflicting results are obtained (Teddlie & Tashakkori,
2003). Triangulation is the process of bringing together the outcome of different
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data collection methods. This is one of five tenets brought forward by Greene, 
Caracelli and Graham (1989, p. 259), as advantages and validation of using both 
qualitative and quantitative methods. They maintain that a multi-method approach 
also provides the opportunity for: Expansion of the investigated topic; Initiation 
which denotes the generation of new ideas, potentially divergent between the 
different methods used; Complementarity of the research methods; and Development, 
where the outcome of one method serves as input for the following method’s 
execution. This last tenet is not applicable in this project since three methods, two 
qualitative and one quantitative, were applied simultaneously.
The quantitative data was aimed at providing information on the trends and 
relationships between diverse psychological contract and identity factors while the 
qualitative data could explain why and how these relationships occur. This 
integration of information is a useful function of a multi-methods approach (Hoyles, 
Kiichemann, Healy & Yang, 2005) as it offers different views on the researched topic 
(Hammond, 2005). Stiles (1993) asserts that “numbers offer precision in scientific 
communication and efficiency of aggregation and manipulation (e.g. standard indices 
of central tendency and dispersion, statistical procedures), but their characterisation 
of persons’ experiences is usually far more impoverished than are their words” 
(p.595). Thus combining the strength of numbers with the participants’ accounts can 
benefit from both methods’ strong points by presenting a richer and more generisable 
outcome (Sosulski & Lawrence, 2008).
The overall emphasis of the research programme was to explore the process of 
psychological contract formation and development. Thus a longitudinal design was 
adopted, that is, data was collected from the same sample of individuals, in this case 
at three different occasions. This design “allows researchers to establish changes in 
individuals over time as the sample ages or experiences some identifiable alteration 
in experience” (Breakwell & Rose, 2006, p. 19). Furthermore, having the same 
sample throughout the research meant that the data obtained from using the different 
techniques could be related, providing a broader and deeper view of their experience.
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The potential effect on respondents was considered, particularly for the qualitative 
aspects of this research. Priority to this issue is given by research methods scholars 
(such as Haynes, 2006; Hollway and Jefferson, 2000). For instance, Haynes (2006) 
asserts that participants can perceive research interviews as an “opportunity to 
articulate” their thoughts and feelings to a non-judgemental listener (p. 210). 
Furthermore, with reference to her own research experience. King (1996) expresses 
caution in conducting repeat interviews. She notes that “I might be construed as 
potentially offering some level of intervention, whereas my aim had been to enhance 
my comprehension of the narrative” (p. 182). Her advice is to clearly define the 
scope and boundaries of the research interview at the start and maintain this position 
during the research process.
Conway and Briner’s (2005) recommendation mentioned earlier of including more 
than two measures in a longitudinal design was influential in the decision to 
incorporate at least three time points for data collection in this research.
Furthermore, previous research shows that the first months are crucial to the new 
recruits’ socialization process in an organization (Bauer, Morrison & Callister,
1998). Consequently, the first two time points were set on earlier research which 
suggested that the 3-month and 6 -month intervals are meaningful in the socialisation 
process within an organization (Morrison, 1993a).
At first it was also intended to collect data at entry into the organization as the first 
time point since it forms part of this crucial period. However, the decision to 
eliminate the entry point was taken after initial piloting of the research tools with 
three new recruits was conducted. This was mainly for two reasons: first of all, it 
was noted that it would be hard to define and establish a common entry point 
amongst all the participants since their induction training period differed and in some 
cases was not available at all. Thus this would have created discrepancies between 
the participants’ stories at the analysis stage, whilst on the other hand, all participants 
were on the job by the third month. Secondly, the collected data from the two time 
points in the pilot study, namely at entry and three months overlapped greatly and the 
research did not benefit from any further outcome with having both. Therefore the 
entry time point was eliminated so as to avoid the risk of the participants becoming
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disinterested due to repetition and drop out from the last two time points (6-month 
and 12-month).
The 3^  ^time point at 12 months aimed at addressing the important factors at the 
psychological contract development (rather than formation) stage as the socialization 
process would have advanced till then. Effectively, data was therefore collected at 
three time points: 3 months, 6 months and 12 months from entry to the organization. 
The data from the pilot study was not included in the final analysis. A critique of the 
applied methodology is included in Chapter 9 (Discussion and Conclusion), where its 
strengths and limitations are highlighted.
5.5 The Research Participants
The focus of this thesis was on the individual factors influencing the psychological 
contracting process. It was intended to recruit participants who had varied 
occupations, diverse employing organizations and different levels of responsibility. 
The purpose of this strategy was to enrich the research by obtaining views from a 
larger pool of participants. Bringing together stories of participants from different 
backgrounds also facilitated the analysis since common factors affecting the 
contracting process could be highlighted, rather than organization or job-related 
aspects.
However, as reported in the following chapters, engaging employees from lower 
hierarchical levels of organizations proved difficult and attrition occurred mainly 
with such participants. Two main attributions to this situation have been noted. First 
of all, the level of interest and understanding in the value of involvement in research 
studies seemed to be lower than with people in superior organizational roles. Also, 
whilst employees at higher levels allocated time during their working hours for their 
contribution or had flexible work timetables which allowed them to set a convenient 
time, their counterparts had a rigid working schedule and had to give up some of 
their own time off work to participate. This issue was even more central due to the 
longitudinal design (that is, multiple measures) and qualitative aspects of this 
research which made it more time-consuming.
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Several organizations and individuals were approached for participation. The 
recruited sample for the interviews at time point 1 in Study 1 comprised 26 full-time 
employees from different organizations. 11 out of these 26 participants took part in 
the diary study of Study 1. In Study 2, interviews were held at time point 2 and 3 
with 20 employees from the original sample of 26 in Study 1. 10 out of these 20 
participants took part in the diary study of Study 2. Furthermore, all the participants 
who were invited to take part in Study 1 and 2 were requested to take part in the 
quantitative study of this thesis (study 3). A further 15 individuals opted to take part 
in just Study 3. Only those individuals who remained working with the same 
organization and completed all three questionnaires at the three time points were 
included, having a final sample of 33 participants for Study 3.
5.6 Guiding Principles for Evaluation
This thesis used both qualitative and quantitative methods of analysis to examine the 
phenomenon under study. Breakwell and Rose (2006) assert that qualitative data 
analysis “describes what processes are occurring and details differences in the 
character of these processes over time” (p. 21). On the other hand quantitative 
analysis measures how often these processes occur, potentially with a measure of 
their magnitude over time. The main aim of this thesis is to achieve the former and 
consequently it mostly focuses on qualitative research. However a quantitative study 
was conducted to examine changes in the process of psychological contracting and 
identity, based on factors which have been previously identified. This data was 
intended to complement and enrich the qualitative aspect of this research.
Various authors point out that these two approaches differ on what criteria define 
their good conduct (such as Lyons, 2007; Smith, 2003). Quantitative studies require 
objectivity as a main principle, and generalisability, replicability, validity and 
reliability to be crucial elements (Symon, Cassell & Dickson, 2000). Such guiding 
principles are not relevant to qualitative research but other criteria have been put 
forward. For instance, Yardley (2000) asserts that qualitative research must show 
sensitivity to the context in which it is conducted, consistency, clarity on its 
execution and presentation of its contribution to the already available body of
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knowledge. Moreover, Henwood and Pidgeon (1992) contend that the presented 
outcome needs to be plausible.
Finally, a qualitative approach to data analysis demands the researcher to put forward 
her/his ‘speaking position' about the topic, reflecting on one’s life experiences and 
knowledge acquired before and during one’s involvement in the research project that 
could possibly influence it (Coyle, 2007; Lyons, 2007). This is in line with Banister, 
Burman, Parker, Taylor & Tindall’s (1994) recommendation that researchers 
conducting qualitative research should examine their contribution to the outcome. 
Indeed, Henwood and Pidgeon (1992) maintain that this reflexivity should be 
prominent all throughout the research project. My initial reflections are presented 
next while further considerations, especially about the applied methodology, are 
included in the main discussion (Chapter 9).
5.7 Personal Reflections
The choice of research topic for this doctoral programme stemmed from my 
involvement as a research assistant (conducting interviews with participants) in a 
project investigating psychological contract formation and development with Royal 
Navy personnel (Millward, Riga & Tate, 2008). Part of the collected data in this 
cross-sectional study (with new recruits and petty officers) was used to inform my 
Masters’ dissertation which focussed on identity needs’ fulfilment through 
psychological contracting within this military organization (Cachia, 2008). The 
outcome led to further questions being raised which I aimed to explore through this 
thesis. Primarily I wanted to investigate whether a similar link between identity and 
psychological contracting existed within diverse non-military settings thus enhancing 
the generalisability of the results. Also, I believed that exploration of identity and 
psychological contract development benefited more from a longitudinal rather than a 
cross-sectional design as the emerging factors during psychological contract 
formation could be followed through its progression.
My interest in the employee’s perceived relationship with one’s employer links back 
to my first employment (of eight years) within the banking sector. While I enjoyed 
my work and positively identified myself both with my job role and as part of the
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organization, I was somewhat perplexed by some of my colleagues who were 
generally hostile towards the organization and described their employment simply as 
a means of paying their bills. I could not understand how one could choose to invest 
so much time and energy into something that was portrayed as personally 
unfulfilling. I recall questioning why such individuals would not move on to another 
role or organization which could be more satisfying and wondered what this 
organization was giving them (apart from the financial reward which they could get 
from elsewhere) to motivate them to stay. I came to believe that there must have 
been some intrinsic reward that kept my ex-colleagues engaged enough to remain 
part of the organization.
Furthermore, my own changing life situations made me aware of how our identity is 
continuously developing across the life span and how we seek to alter our behaviour 
to accommodate these changes if they come in conflict with what we become. I 
experienced this significantly when I gave birth to my first child and decided to give 
up my full-time job to take care of her. After having a second child and being in full­
time childcare for a couple of years, I felt the need to go back to employment and 
moved on to a job on part-time basis so I could juggle between childcare and work 
commitments till I eventually decided to engage in full-time University study. I 
realised that through these changes, while I still wanted to invest in my own personal 
and professional development, I had to cater for my new identity roles and their 
changing needs. This insight led me to suggest that an employee’s decision to 
engage with, and later stay or leave an organization might be based on individual 
factors and not necessarily as a reaction to changes brought about by the employer.
Indeed, the topic of this thesis followed these reflections as this research was aimed 
at inquiring and uncovering these intrinsic needs that are properties of the individual 
rather than the employment relationship per se. What I am aware of though, is that I 
am quite ambitious and seek to maximise fulfilment in what I engage in, which might 
not necessarily be the participants’ stance. Thus I needed to keep this awareness in 
mind and be open to other stories that could emerge.
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5.8 Chapter Conclusion
Based on this methodology, the following chapters in this section include the three 
conducted studies, where the background, method, findings and their discussion are 
included. Psychological contract formation and development are parts of one 
process, hence the three studies are not distinct but are presented separately for 
clarity purposes in data presentation.
The qualitative data analysis of the interviews and diary study data from the first 
time point (at 3 months from entry) is particularly different from the other two time 
points. On the other hand the outcome from the second and third time point (at 6 and 
12 months from initiation of employment) show similar outcome. Thus presentation 
of results has been set out accordingly. The next chapter (Chapter 6) includes the 
first study which addresses the qualitative investigation of the factors influencing 
psychological contract formation, presenting the qualitative data collected at the first 
time point. The second study (Chapter 7) includes the outcome from the qualitative 
data collected at the second and third time point, representing psychological contract 
development. This is followed by the third study (Chapter 8) which deals with the 
quantitative data collected across the three time points. The outcome from the three 
studies will then be discussed as one process in the general discussion and conclusion 
(Section 3).
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St u d y  1 
A Qualitative Investigation of the Factors inflnencing 
Psychological Contract Formation
6.1 Chapter Overview
This chapter presents a qualitative study of the factors influencing psychological 
contract formation. Section 6.2 introduces the framework in which the psychological 
contracting process commences while Section 6.3 provides a summary of the factors 
that have already been identified to influence its formation in the reviewed literature 
on the topic. This is followed by the method used to explore this phenomenon in 
Section 6.4, giving details of the research process. Section 6.5 presents the results 
which are then discussed in Section 6.6, linking the emerged results from the analysis 
to the existing literature. The conclusion (Section 6.7) addresses how our 
understanding on the role of individual identity on psychological contract formation 
is enhanced by the research outcome.
6.2 Introduction
The employee’s psychological contract initiates its process of development as the 
newcomer engages with the organization. In fact, Anderson and Thomas (1996) 
acknowledged the psychological contract to be an important aspect of the employee’s 
organizational socialization process which occurs at this early stage of employment.
Organizational socialization “refers to the period of newcomer adjustment and 
learning to meet organizational standards and norms that follows selection and 
assessment” (Cooper-Thomas & Anderson, 2005, p.l 16). Employees get involved in 
a sense-making process through learning more about the organization, the job and 
their peers, interpreting occurring events in order to achieve an accurate 
representation of the organization (Louis, 1980; Weick, 1995). Acquiring 
information reduces “uncertainty such that the work environment becomes more 
predictable, understandable, and ultimately controllable” (Saks & Ashforth, 1997, p.
84
236). Indeed, Kramer (1994) advises organizations to invest in setting up 
communication programmes especially for new recruits.
From an organizational socialization perspective, empirical research concludes that 
the learning outcome in these initial months is a valid predictor to later qualities, 
such as job satisfaction (Chao, O’Leary-Kelly, Wolf, Klein & Gardner, 1994). 
Adopting this rationale to psychological contract research, it seems plausible that 
developing our knowledge about psychological contract formation can aide our 
understanding of its subsequent progression and consequences.
Furthermore, Millward and Brewerton (2000) consider perceived organizational 
support as a good indicator of psychological contract fulfilment, which results in 
affirmative consequences. Eisenberger, Huntington, Hutchison and Sowa (1986) 
define perceived organizational support as “the extent to which the organization 
values (the employees’) contributions and cares about their well-being” (p. 504). 
This concept “appears to be an important source of esteem, affiliation, emotional 
support, and approval in the workplace” (Armeli, Eisenberger, Fasolo & Lynch, 
1998, p. 293). Although conceptually different from the psychological contract, the 
two notions are interrelated (Coyle-Shapiro & Conway, 2005; Aselage & 
Eisenberger, 2003). Indeed, perceived organizational support can be seen as a 
mediator between psychological contract development and affective states at work 
(Guerrero & Herrbach, 2008). Furthermore, it “may be used by employees as an 
indicator of the organization’s benevolent or malevolent intent in the expression of 
exchange of employee effort for reward and recognition” (Lynch, Eisenberger & 
Armeli, 1999). So, high perceived organizational support results in affective 
commitment, attachment and the belief that effort is acknowledged and will lead to 
compensation.
Perceived organizational support is also positively linked to job satisfaction 
(Eisenberger, Cummings, Armeli & Lynch, 1997), job performance and perceived 
obligations to the organization (Eisenberger, Armeli, Rexwinkel, Lynch & Rhoades,
2001), organizational commitment (Allen, Shore & Griffeth, 2003), organizational
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citizenship behaviours (Coyle-Shapiro, Morrow & Kessler, 2006) and effective 
superior-subordinate relationship (Wayne, Shore, Bommer & Tetrick, 2002).
Moreover, Kiewitz, Restubog, Zagenczyk and Hochwarter (2009) emphasize the fact 
that employees’ evaluation of the employment relationship is highly influenced by 
the social context in which they occur. They assert that in breach situations, “the 
overall positive environment is likely to offset organizational actions that are 
perceived as infractions of an employee’s psychological contract” (p.829). Thus if 
an employee holds a positive impression of the employment relationship, he/she will 
try to maintain that view.
6.3 Identified Factors influencing Psychological Contract Formation
The formation of a psychological contract is explained through the creation of a 
“mental model” as explained in Chapter 1 (through schema theory). Psychological 
contract schemas “are often relatively incomplete in their initial phases” but very 
important since “experiences incurred during this information-seeking phase are 
likely to have lasting effects on an individual’s psychological contract” (Rousseau, 
2001, p. 523). They signify the beginning of the psychological contracting process 
and the building blocks on which it is developed.
The factors recognized in previous literature which influence this process can be 
classified into two sets: personal characteristics (namely personality, work ideologies 
and cognitive biases brought about by previous experiences) and external messages 
(by the organization and social cues), as illustrated in Figure 6.1. I will present each 
of these two sets in turn:
6.3.1 Personal characteristics
Psychological contract formation is influenced by the newcomer’s pre-existing 
individual characteristics. These include the schemata that form and develop over 
time through the individual’s previous experiences and which become the framework 
in which new information is organised (Louis, 1980; Stein, 1992). Such pre-existing 
mental models serve as a lens through which anticipatory expectations about the
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nature of their psychological contract will be created, prior to organizational 
socialisation (Rousseau, 2001).
Personal Characteristics: External M essages:
Personality Corporate Identity
Work Ideologies Implicit recruitm ent promises
Cognitive biases Explicit contract term s
Psychological
Contract
Figure 6.1: Factors shaping the Psychological Contract
Three main schemata have been recognised as significant in psychological contract 
formation. First of all, personality is the most stable influential element through 
organizational experiences (De Vos, Buyens & Schalk, 2005). For instance, 
proactivity is a predictor of adjustment in new organizational settings (Morrison, 
1993b). Proactive individuals persistently seek and identify opportunities, initiate 
and maintain action (Grant, 2000). Thus it is more likely that realistic expectations 
are developed. Moreover, extraversion has been found to generate positivity in work 
situations (DeNeve & Cooper, 1998) while neuroticism promotes negativity 
(Connolly & Viswesvaran, 2000). However research on the influence of personality 
on psychological contract formation is still relatively untapped.
Secondly, work ideologies exist before the newcomer actually meets the employer 
(Rousseau, 2001). An ideology is defined as a “relatively coherent set of beliefs that 
bind some people together and that explain their worlds in terms of cause-and-effect 
relations” (Beyer, 1981, p. 166). For instance, the “reciprocation ideology” has been 
recognized as an influence in the psychological contract formation process (Coyle- 
Shapiro & Neuman, 2004). Ideologies inform the perceived obligations of both
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parties and the perceived breach of a particular ideology can lead to negative 
reactions by the contract holder. In a study within a clinical setting, Bunderson 
(2001) found that the perceived employer’s failure to fulfil obligations led to 
decreased employee satisfaction and productivity, and increased turnover.
Last of all, previous work experiences set the script for what newcomers expect of 
their relationship with the new employer (Louis, 1980; Weick, 1995; Rousseau, 
1995). Newcomers are classified into two sets labelled as “veterans” and 
“neophytes”, depending on their level of experience (Carr, Pearson, Vest, & Boyar, 
2006). Neophytes generally base their expectations on related experiences such as 
the school context. However veterans have a more realistic view and thus come 
across less surprises than their inexperienced counterparts (Louis, 1980).
Furthermore newcomers might have preset motives for engaging in a particular 
employment relationship to fit their own agenda for career progression, as identified 
by Rousseau (1990).
6.3.2 External messages
The psychological contract commences before the newcomer actually enters the 
organization as any related incoming information is utilised to make sense of this 
novel situation (Louis, 1980; Weick, 1995). The individual attends to those 
messages which are most saliently related to personal characteristics on entry to an 
organization (De Vos, Buyens & Schalk, 2005; Thomas & Anderson, 1998). Such 
input is used to formulate anticipatory expectations about the future employment 
relationship. As noted earlier in Chapter 2, promises can be both explicit and 
implicit though the former make the contract more credible (Rousseau, 1995). In 
fact, newcomers who hold accurate knowledge about the organization and their role 
settle better than naive entrants (Wanous, Poland, Premack, & Shannon, 1992).
However, individuals also acquire anticipatory expectations through implicit 
messages received during the selection process (Millward Purvis & Cropley, 2003) 
and the organizational’s corporate identity (Gatewood, Go wan & Lautenschlager, 
1993). The corporate identity is “the visible, tangible communication of the external 
image of an organization to an audience” (Millward, 2005, p.275) such as advertising
material, website presentation and organizational social activities. Though, as 
mentioned earlier, these initial expectations are amended to more realistic ones 
which closer match what the organization actually offers once the individual 
becomes part of it and receives firsthand experience.
While the present research acknowledges the role of these factors in psychological 
contract formation, it proposes that the driving force behind these influences lies in 
the individual’s identity needs. It is proposed that these factors serve as a vehicle in 
the process of sensemaking for these identity needs to be fulfilled. If identity defines 
our cognitions, affect and behaviour, as detailed in Chapter 3, then it must play a 
central role in establishing one’s psychological contract which is yet unexplored.
This study addresses this gap in the psychological contract literature.
6.4 Aim
The aim of this study was to explore whether there are additional factors to those 
already recognised affecting the psychological contract formation process. Its 
inductive approach demanded a qualitative design so as to capture the various 
aspects of the participants’ experiences at an individual level.
6.5 Method
The qualitative paradigm allows for the understanding of processes within the 
context in which they occur (Willig, 2001). In order to achieve this, data about the 
participants’ experience was obtained using two techniques: (i) semi-structured 
interviews, and a (ii) diary study.
6.5.1 Semi-structured Interviews
Semi-structured interviews were used as one of the two methods for data collection. 
Farr (1984) describes this interview as ‘a peculiar form of conversation in which the 
ritual of turn-taking is more formalised than in the commoner and more informal 
encounters of everyday life’ (p. 182). The aim of applying this qualitative technique 
was to gain an understanding of the most salient aspects of the employee’s 
psychological contract with the employing organization. This fits well with Kvale’s 
(1983) definition for the purpose of qualitative research interviews as ‘to gather
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descriptions of the life-world of the interviewee with respect to interpretation of the 
meaning of the described phenomena’ (p. 174). The author maintains that such 
interviews should focus on ‘specific situations and action sequences in the world of 
the interviewee (Kvale, 1983, 176). In the current research, the focus is on the 
implicit content of the psychological contract and the individual evaluative process. 
Thus this technique seemed most appropriate since the primary aim was to collect 
narrative data “which captures the chronological and temporal nature of experience 
and sensemaking” (Tomprou & Nikolaou, 2011). Specifically, what was sought 
after, were the ‘whys’, ‘hows’ and ‘whats’ of the interviewees’ stories (Sarbin,
1986). Using a semi-structured format meant that the participants’ sensemaking 
process could be investigated, depending on the recounted individual story. As while 
the interviewer had pre-set guidelines on the content of the interview, the 
interviewees could set the flow and sequence of the conversation.
Mishler (1986) contends that recounting one’s story instils the recognition, 
exploration and confirmation of the individual’s psychosocial identities. Individuals 
use stories to make sense of their world, placing themselves in roles and examine 
how these develop over time in order to understand themselves (Gergen & Gergen, 
1986). This holds relevance to the topic under study as Conway and Briner (2005) 
argue that “self-narratives link the ongoing evolution of an employee’s psychological 
contract with their identity” (p.l44). In fact, Weick (1995) asserts that narratives 
define this process of sensemaking within organizational life as the daily interactions 
continually redefine identity.
A central feature of narrative is the notion that there is a beginning, middle and end 
(Gergen and Gergen, 1986). This organization was maintained through the layout of 
the interview guide. Open-ended questions were used since these are conducive to 
obtaining genuine insight about one’s experiences (Reissman, 1993). However, 
although the interview used open-ended techniques, specific introductory and 
concluding questions were set up that supported this structure.
The interviews were held at 3 months from initiation of employment. As the 
interview aimed at identifying the motivations for engaging with the organization.
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the participants were invited to include details about the application process as this 
provided insight on factors that existed prior to joining the organization.
6.5.1.1 Interview Mode
The choice of telephone interviews was primarily made since this method overcomes 
the geographical limitations that face-to-face interviews present, giving access to 
more potential participants. It also allowed for the interviews to be held as close to 
the 3-month from entry point as possible since more interviews could be set within a 
shorter time frame than if face-to-face interviews were conducted (as travelling time 
was not an issue).
In reviewing past articles on the use of this medium, I became aware that qualitative 
research literature using telephone interviews is scarce (as noted by Sturges & 
Hanrahan, 2004). The limited discussion in the literature on telephone use for 
qualitative interviews shows that there are mixed views amongst researchers. 
However, a bias against using this modality seems to exist, even if it is a well 
established and reviewed method of quantitative data collection (Novick, 2008). For 
instance, this mode has mostly been acknowledged as useful only if access is 
otherwise impossible (such as Creswell, 1998) while Miller (1995) takes a neutral 
position in contending that ‘telephone interviews are not better or worse than those 
conducted face-to-face’ (p.37). On the other hand, some researchers commend it as 
an appropriate mode to collect sensitive information (Tausig & Freeman, 1988). 
Indeed, Greenfield, Midanik and Rogers (2000) found that respondents perceive 
telephone interviews as an effective medium to maintain their anonymity.
Moreover, I only came across two reported studies comparing the two modalities, 
that is, telephone and face-to-face (Stevens, 2007; Sturges & Hanrahan, 2004). In 
their comparative study, Sturges and Hanrahan (2004) found that the difference in 
the method of interviewing did not affect the responses, both in the length of 
transcripts and in the type and depth of responses. Their respondents were asked 
whether they were happy with their choice of modality at the end of the interview (to 
which they all replied positively) and the reasons for choosing the particular medium. 
Results indicate interviewees experienced both telephone and face-to-face interviews
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as being convenient. Moreover the telephone medium offered the added advantage 
of privacy. This finding suggests that participants’ choice was based on logistics 
with no a priori preference for face-to-face interviews. Participants were equally 
comfortable engaging in long conversations, whether over the telephone or in a face- 
to face interview. However, although I considered using both modalities, I 
ultimately opted for using solely telephone interviews to avoid any potential 
discrepancies due to this factor.
Furthermore, Fenig, Levav, Kohn and Yelin (1993) report that telephone interviews 
provide access to participants who are otherwise hard to make contact with due to 
work commitments. This method also allows for easier rescheduling of the interview 
if it becomes inconvenient (Holt, 2010). These two issues were both relevant to this 
research as participants were investing most of their time and energy adjusting to 
their new employment
The most noted disadvantage in the literature is the general perception shared 
amongst researchers that the lack of physical presence and visual cues inhibit the 
much required rapport-building process, the exploration through probing and 
maintenance of the conversation (Novick, 2008). Piloting the interview inevitably 
involved the consideration of these issues, apart from checking out that the interview 
guide could serve to achieve what the research was aiming for. However this 
perceived “deficit” did not seem to affect the quality of the collected data as 
discussed later in the Personal Reflections section. All the interviews were 
conducted by the same interviewer, namely the researcher.
6.5.1.2 Interview Guide
The interview guide (Appendix A) was divided into three sections: an introduction, a 
main exercise and a conclusion. Demographic questions were excluded since 
interview respondents also participated in the survey study (Study 3) and such data 
was obtained within the questionnaire.
The introduction consisted of open-ended questions such as: What is your role in the 
organization? How did you choose to come and work for this organization? These
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questions were believed suitable for rapport-building while providing valuable 
insight into the individuals’ current position and how they made sense of this 
position. This initial section of the interview also served to regulate the length and 
depth of desired answers as very short answers were prompted with “Can you tell me 
a bit more about that?” to indicate that a greater level of detail would be appreciated. 
In some instances, the interviewees actually asked whether the researcher required 
further detail.
The next section utilised Brott’s (2001) life-line technique for this exploration 
process where the participants were invited to map their unexpected or unanticipated 
significant events (in both their work and non-work roles), on a blank A4 sheet. 
Placing the paper in landscape orientation, they were asked to mark a horizontal line 
across the centre of the paper with “on application” at one end and “now” 
representing 3 months from entry at the other end. Events were distinguished 
between high or low points by placing them above the line if positive and below the 
line if negative. Participants were then asked to talk through these marked points, 
with view to then be guided in a conversation about any associated key emotions, 
cognitions and behaviours. This technique allowed for connecting between the 
different events to provide a coherent sequential story. Indeed, interviewees 
expressed that their involvement in this exercise helped them to make more sense of 
their experiences and their process of settling in on the job and within in the 
organization. Furthermore, this method could better capture the evolving nature of 
the psychological contract as a process since information about the events across the 
whole time period was being collected.
The last section consisted of concluding questions such as what advice they would 
give to someone considering joining the organization, what might make them 
consider leaving and what might ensure that they stay in the organization. These 
questions continued to explore aspects which the participants considered important in 
their decision to become involved in psychological contracting with an organization 
and what would affect their decision to stay on or leave.
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6.5.1.3 Participants
Several organizations and individuals were approached for participation. The 
recruited sample comprised 26 full-time employees, 13 males and 13 females from 
different organizations. Ages ranged between 23 and 50 years with a mean age of 31 
years. Their occupations were as follows: 14 managers in the hospitality industry, 8 
teachers, 3 sales assistants and 1 administrative assistant. Recruiting employees 
across different jobs and organizations was important to maximise the potential 
variety of experiences since the focus was on the process rather than the specifics of 
roles or organizations. Table 6.1 summarizes the participants’ demographics.
Table 6.1: Summary of interview participants’ demographics of study 1
Pseudonym Age Gender Occupation First
Sarah 28 Female Teacher Yes
Ann 23 Female Teacher Yes
May 28 Female Teacher Yes
Kate 30 Female Teacher No
Kim 28 Female Teacher Yes
Fiona 31 Female Teacher No
Angie 27 Female Teacher Yes
Ruth 24 Female Teacher No
Sandy 34 Female Manager No
Jill 27 Female Manager No
Brenda 31 Female Manager No
Pam 47 Female Manager No
Claire 25 Female Administrator No
John 38 Male Manager No
Brian 35 Male Manager No
Jack 50 Male Manager No
Tony 34 Male Manager No
Patrick 29 Male Manager No
Peter 30 Male Manager No
Mike 42 Male Manager No
Keith 31 Male Manager No
Neville 31 Male Manager No
Noel 28 Male Manager No
Samuel 21 Male Sales Assistant Yes
Ron 42 Male Sales Assistant No
Doug 20 Male Sales Assistant Yes
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The one essential criterion was that individuals were in their first months of 
employment so that the interview could take place towards the end of the third month 
from initiation. The participants within the teaching profession were recruited 
through emails sent to all the schools in Surrey and London (addressed to the Head 
of School), inviting teachers in their first year of practice. The remaining 
participants were introduced to the researcher by a professional who provided 
training in communication skills to new entrants within different organizations.
6.5.1.4 Procedure
Interested individuals were contacted by telephone and given details about the 
research. The information sheet (Appendix C) and consent form (Appendix D) were 
then sent via email several days before the interview was conducted so there was 
ample time for them to read through and come back with any queries or concerns. 
Most people were happy to schedule the interview during the initial call, based on the 
verbal information provided while others requested that they first read through the 
information sheet before committing themselves. In the latter case, a later call was 
agreed to potentially set up the appointment.
At the beginning of the interview, the participants were asked if it was still a 
convenient time for them. While most interviews went ahead, a new appointment 
was arranged if the interview could not be conducted due to some more important 
matter to the respondent. The interviewer then asked the participants if they had any 
queries about any content from the participant information sheet, ensured their 
approval to record the interview and requested their verbal consent. The interview 
guide was then followed, though the semi-structured nature of the interview meant 
that the prepared questions served as a flexible instrument. Additional questions 
were included to pursue the conversation, depending on the topics brought up by the 
participant. As King (2004) asserts, “the interviewee is seen as a ‘participant’ in the 
research, actively shaping the course of the interview rather than passively 
responding to the interviewer’s pre-set questions” (p. 11).
The participants were allowed a few minutes to map out their timeline which they 
then talked through with the researcher. As the participants narrated their “story”.
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using the timeline pointers they marked earlier, the timeline was also mapped out by 
the interviewer. This served as an aid to understand the participants’ narrative more 
effectively and it was referred to during data analysis and the subsequent interviews 
in Study 2. The interviews lasted between 15 and 60 minutes with an average of 45 
minutes. At the end of the interview, participants were debriefed and confirmation 
was sought on whether they were still willing to take part in the following two 
interviews (Study 2). They were also invited to participate in the diary study. 
Furthermore, note was taken if the participant requested a summary of the study 
outcome so this could be forwarded once completed.
6.5.1.5 Data Analysis
Complete transcription (verbatim) of the all the 26 digitally audio-recorded 
interviews was carried out by the researcher soon after they were conducted (An 
example transcript is attached as Appendix E). This process allowed me to better 
capture the conversation fully, particularly when the interviewee spoke very quickly 
or softly. It also served to enrich my understanding of the participants’ experiences 
since I could reflect on what was being said as I repeatedly listened to the recorded 
interviews during transcription.
Thematic analysis was then performed on the full data set where “emphasis is on the 
content of a text, ‘what’ is said more than ‘how’ it is said” (Reissman, 2005, p. 2). 
This “is a method for identifying, analysing and reporting patterns (themes) within 
data” (Braun & Clarke, 2006, p. 79). It involved the recognition of important aspects 
in the participants’ accounts, coding and interpreting them (Boyatzis, 1998). Braun 
and Clarke (2006) describe thematic analysis as “a ‘contextualist’ method, sitting 
between the two poles of essentialism and constructionism” (p. 81). Hence this 
method fits well with the critical realist position that this thesis upholds. The level of 
flexibility offered by this method of data analysis fulfilled the research requirements, 
both in terms of epistemological positioning, and also in providing a balance between 
within and between-group comparisons.
Furthermore, Reissman (2005) contends that thematic analysis “is useful for 
theorising across a number of cases” where its suitability lies in the fact that
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“language is viewed as a resource, not a topic of investigation” (p. 3). This 
characteristic allowed for the results to portray both how the participants made sense 
of their experiences and also how their social context impinges on these sense- 
making processes.
The thematic analysis was data-driven, that is, there was no pre-set coding frame to 
link the collected data to. Rather, an inductive approach was adopted where the 
identified themes were strongly related to the data set (Patton, 1990). The audio­
recorded interviews were listened to, transcribed and read repeatedly, seeking 
meanings and patterns within the content to start taking shape. During this process, 
analysis was initiated by making notes, creating and applying preliminary codes by 
appointing key words on the transcripts, next to the related text extract, denoting 
concepts recognized in the data. Similar codes were systematically identified across 
the transcripts, bringing together data extracts that represented them. Leininger 
(1985) asserts that the “coherence of ideas rests with the analyst who has rigorously 
studied how different ideas or components fit together in a meaningful way when 
linked together” (p. 60). Caution was also taken to make sure that the coding was 
“based on preserving meaning within biography and social context” (Hollway & 
Jefferson, 2000, p. 109). These codes were categorised into themes, supported by the 
relevant excerpts from the data set. The compiled set of themes and subthemes were 
aimed at representing the participants’ experience, through a systematic comparison 
between transcripts.
Data analysis resulted in a saturation of themes by the 15* interview, indicating that 
the 26 interviews conducted were sufficient to depict the investigated phenomenon.
A description of the themes and subthemes are presented in the Results section 
below. Quote excerpts from the interviews are included to supplement and 
contextualise the themes.
6.5.2 Diary Study
The second technique applied was a diary study, which examines processes over 
time, assessing participants’ response to day-to-day events that determine the 
resultant typical behaviour (DeLongis, Hemphill, and Lehman, 1992). This method
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involves participants’ recording of their real life happenings, periodically and within 
a specific timeframe, which is why this technique is also referred to as event- or 
experience-sampling method. Alaszewski (2006) asserts that diaries are a useful 
source in social research to reconstruct past events while Stone, Shiffman, Schwartz, 
Broderick and Hufford (2003) note that this method is often used to observe patient 
experiences in healthcare and clinical research. There has also been a growing 
interest in this method within the psychological field as the value of examining 
people’s personal traits through their daily happenings is being recognized (Tennen, 
Affleck & Armeli, 2005).
Diaries present a familiar concept since they are commonly used in everyday life to 
plan future activities or to keep a record of events, typically noted on a daily basis. 
Within research, the main advantage is that the actual and natural behaviour can be 
captured within the participants’ context, thus preserving ecological validity. 
Problems with retrospective recall are also overcome with this method (Harris, 
Daniels & Briner, 2003) as regular reporting of events occurs soon after they happen 
(Bolger, Davis & Rafaeli, 2003). For this reason the diary study complements the 
interview technique used in this research (which requires participants to recall events 
retrospectively). Furthermore the momentary emotions can be recorded shortly after 
they are experienced (van Eerde, Holman & Totterdell, 2005). Indeed, besides 
providing a description of events and insight on patterns of behaviour, diaries include 
information on the writer’s interpretation and sensemaking process of their events 
(Alaszewski, 2006). The collected data sets can then be analysed both at a within- 
and between-subjects level (Bolger, David & Rafaeli, 2003; van Eerde, Holman & 
Totterdell, 2005).
The psychological contract process emphasises that changes happen at an 
intrapersonal level. This renders keeping a diary as a suitable method for recording 
happenings, behaviour and feelings in a personal manner and close to when they 
actually take place. Indeed, this technique is acknowledged as an effective tool to 
examine subjective experiences (Brewerton & Millward, 2001). However the use of 
this methodology is still limited within psychological contract research (Conway & 
Briner, 2005).
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Symon (2004) notes that most diary studies involve quantitative measures, adopting 
a structured format, usually involving yes/no answers or ratings to statements. Thus 
the researcher sets out the elements within the topic under investigation which are 
being measured. However, the inductive nature of the current research aims at 
capturing personal experiences which have not necessarily been already recognised. 
Hence the diary format used here is much less prescriptive and presents open-ended 
questions to reach this aim.
Diaries are typically set out from one day to four weeks (Keleher & Verrinder,
2003). This study was initially set out for a 10-day study (2 working weeks) which 
was the length used in previous psychological contract research (Conway & Briner, 
2002b). However, piloting showed that a 5-day diary captured similar information to 
the 10-day application, both in terms of quality and quantity. So the 5-day duration 
was adopted to minimize response fatigue (keeping in mind that this was a 
longitudinal study using multi-methods involving the same participants).
A main concern about diary studies is that they rely on participants completing the 
diary entries regularly, at the agreed time and that an adequate amount of detail is 
included (Day & Thatcher, 2009). Thus the time for diary entries’ completion was 
discussed and agreed on between the researcher and the participant, set for when this 
causes least disturbance to the participant’s timetable yet close enough to the 
happening events. Participants agreed to complete their diary entries at the end of 
their working day. Each diary entry was marked with a dated heading and they were 
requested to email every diary entry to the researcher as soon as completed. This 
allowed for frequent monitoring and contact between the researcher and participant, 
as a reminder was sent the following morning when a diary entry was not received.
In this way, close regular contact was maintained where any questions could be 
answered (Symon, 2004). Keleher and Verrinder (2003) also believe that this regular 
communication is a crucial factor which influences the quality of the data.
6.5.2.1 The Daily Diary
The structure of the diary form (Appendix G) was as follows: first participants were 
requested to depict how they felt through the day by completing a daily mood scale.
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Then they were asked to describe the event that triggered the strongest emotional 
reaction, who was involved, what the resultant feelings, thoughts and actions were 
and finally what type of day they had.
The diary form initiated with the daily emotion scale used by Conway and Briner’s 
(2002b) diary study on psychological contract breach, which is an adaptation of 
Warr’s (1990) measure of affective well-being. Participants had to rate a list of 
negative (e.g. gloomy, tense) and positive (e.g. calm, cheerful) emotions on a 6-point 
scale ranging from “never” to “all the time”. Insight derived from attitude research 
indicates that evaluations have both cognitive and effective components (Weiss,
2002). Moreover, daily mood has been found to have a strong relationship with 
behaviours (Weiss & Cropanzano, 1996). Thus, given that psychological contract 
fulfilment has both behavioural and emotional consequences, it seemed appropriate 
to examine the salient aspects of one’s work experiences based on their emotional 
involvement.
Day 5 diary entry included three additional questions asking participants how they 
experienced the process of completing the diary, whether that week was a typical 
week and whether they found participation helpful (Appendix H). These questions 
aimed at gaining information on the effectiveness of diary study application in 
research, both for the research itself and for the respondent. This outcome is 
presented in the Results section below and also discussed in Chapter 9.
6.5.2.2 Participants
All the interviewees were invited to participate in the diary study at the end of the 
interview, asking them to complete entries throughout the following working week 
(Monday to Friday). 15 individuals accepted but only 11 completed 5-day diaries 
were eventually collected. The reason given for not participating or dropping out 
was that they could not afford the time on more form filling, additional to the great 
amount of job-related paperwork they have already on a daily basis. Although the 
achieved sample of 11 participants is relatively small when compared to other diary 
studies (such as Conway & Briner, 2002b), it must be noted that the effective sample 
size for the analysis is 55 (11 participants x 5 daily diary entries).
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The participants’ ages ranged from 23 to 34 years with a mean age of 28 years. They 
were all female and their occupations were as follows: 8 teachers, 2 managers in the 
hospitality industry and 1 administrative assistant. Table 6.2 summarizes the 
participants’ demographics.
Table 6.1: Summary of diary study 1 participants’ demographics
Psuedonym Age Occupation
Sarah 28 Teacher
Ann 23 Teacher
May 28 Teacher
Kate 30 Teacher
Kim 28 Teacher
Fiona 31 Teacher
Angie 27 Teacher
Ruth 24 Teacher
Sandy 34 Manager
Jill 27 Manager
Claire 25 Administrator
6.5.2.3 Procedure
Informed consent was sought from the participants to ensure that they were fully 
aware of their participation and their right to withdraw. Five diary entry forms, dated 
with each day of the week following the interview, were sent via email in agreement 
with the participant, at the end of the telephone interview. Although the diary study 
was fully explained verbally, a front page with instructions on how to complete the 
diary was still included (Appendix F). Each completed diary entry received was 
acknowledged by return email message, thanking the participants for their 
contribution. Furthermore an email reminder was sent out the following morning if 
the diary entry was not received. These were generally sent later in the day, most 
times because the participant did not have internet access earlier.
6.5.2.4 Data Analysis
The adopted method was the same as for the interviews, that is, thematic analysis 
(Braun & Clarke, 2006) was used to examine and interpret the open-ended questions 
of the 55 diary forms. Thematic analysis has been successfully utilised in previous
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qualitative diary studies (such as Poppleton, Briner & Kiefer, 2008). The events that 
triggered the strongest emotional reaction were examined, coded and classified into 
themes. Furthermore the recorded emotions, thoughts and resultant behaviour aided 
understanding and gave more depth to the participants’ experiences. Quoted 
excerpts from the diaries are included to contextualize the themes.
6.5.3 Validity and Reliability
The interview and the diary study are a self-report method, relying on the 
interviewee to be willing and able to answer the presented questions. In the 
interview, the systematic and ordered set of questions were aimed at maximizing 
internal consistency across responses as the individual could refer to and amend 
previous answers as the interview unfolded. The life-line technique was very 
instrumental in this regard due to its structured nature. Consistency across interviews 
was maximized by following the same interview format, although this could only be 
achieved to a certain extent as diverse probes were ineluded to elieit further details 
about the interviewees’ experiences. Furthermore, interviewer effects were 
controlled by having the same interviewer conducting all the interviews, namely the 
researcher.
The diary study was also systematie in its presentation, commencing with the 
emotion scale, then questions focussing on the most emotionally-involving event of 
the day. Sinee this was conducted on a personal level, participants had the chance to 
amend their responses to obtain internal consistency across their account.
Consistency was aimed across the whole sample since all participants had the same 
diary format to follow.
Although qualitative analysis is inevitably influenced by the researcher’s perspective, 
the interview transcripts and diary entries were constantly referred to during the 
stages of analysis and interpretation. The thematic analysis was also reviewed by my 
supervisor to confirm whether my coding and interpretation were valid.
Furthermore, the resultant outcome was checked with the participants to verify that 
this was truly an aeeount of their experienee. Confirmation of whether the quoted
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excerpts from the interviews were given their intended meaning was also sought 
from the participants.
6.6 Results
The participants’ narratives were analysed and organized into themes, aimed at 
capturing their perception of psychological contract formation. The analysis 
considered if there were differences between the teachers’ accounts and other 
employments since the school environment offers a particularly unique context. 
However this was not evident and all the participants’ experience of psychological 
contract formation seemed to be similar, both for teachers and non-teachers. The 
thematic analysis for each of the two applied techniques is presented below.
6.6.1 Outcome from the Semi-structured Interviews
Three master themes were identified as the main components of a theoretical account 
of how participants made sense of their initial months’ experience within a new 
organization. Each of these themes was further subdivided into four subthemes (as 
presented in Table 6.3). However although these themes are presented separately, 
they are interrelated and the quote excerpts that are ineluded can possibly refer to 
more than one theme or subtheme, even if each quote is only used once here. 
Furthermore, any individual’s experience as a new entrant to an organization is more 
likely to include aspects from the different themes, both concurrently and 
independently.
An underlying need among all the participants which is relevant across all the three 
themes is affirmation. This factor features continuously in their process of self­
appraisal, irrespective of their gender, age and whether they are engaging in their 
first employment or not. They question their identity in the face of this newly 
encountered experience: who they are in terms of what they think of themselves and 
what they think that the organization (through their interaction with other members) 
thinks of them. Participants seek affirmation both through the selection process and 
during their first three months in the organization. Furthermore these concerns 
trigger a further question: whether the organization can cater for this need to be 
fulfilled. I will now present each theme, moving from the most salient to the least.
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defining its meaning and describing it in terms of the participants’ narrated 
experience.
Table 6.3: Master Themes identified through Thematic Analysis at Time point 1
Theme Subtheme
Integration within the organization Support in one’s role 
Positive association with a social group 
Acceptance and acknowledgement 
Need to fit in and establish oneself
Self-expression through the organization Focus on career development 
Need for challenge/motivation 
Independence in one’s role 
Maintaining personal goals and values
Influential preconceptions Personal recommendations 
Corporate identity 
Explicit reciprocal exchange 
Fulfilment of functional needs
6.6.1.1 Integration within the organization takes priority in the respondents’ 
agenda of settling into their new role and work setting. They expressed a sense of 
urgency in their need to move from being a new entrant at the periphery of the group 
to starting to feel part of it. Besides gaining confidence in their responsibilities, they 
need to stop feeling like an outsider but rather begin to feel included within the new 
soeial group. One way of doing this is by taking great effort in becoming acquainted 
with the organization’s mode of operation and in getting to know the other members 
and their roles.
This theme has been subdivided into four subthemes, namely: support in one’s role; 
positive association with a social group; acceptance and acknowledgement; and, the 
need to fit in and establish oneself. Each of these subthemes is elaborated below.
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a. Support in one’s role: The new entrants anticipate the initial weeks/months to be 
very demanding as they face a steep learning curve. They show willingness to give 
their utmost but also expect the organization to provide them with the required 
assistance in learning how to perform their duties well and are grateful that they 
receive it. Respondents’ statements such as “You can do your job because the 
backup is there” (Brenda) and “it’s great to have people behind you” (Brian) are 
testament to this. Besides having people who are easily accessible, support also 
takes the form of formal training and the supply of tools that enhance efficiency.
The received support also becomes a passport to perceived integration within the 
group as expressed by one of the teachers who compares how she feels about the 
department she forms part of with the school at large:
“this department is very supportive and I can certainly feel as part 
of a team here and everyone is very willing to give me advice and 
to give me practical support and pop in to see if I’m doing all right 
and very encouraging and very honest about maybe what I did 
wrong, giving me a lot of practical solutions on how to improve 
things but I don’t feel as connected to the organization as a whole 
and I don’t know if that will come with time” (May).
On the other hand, requesting support serves as the bridge to connect to other 
individuals within the organization as noted by one of the managers: “the support has 
been extraordinary... my colleagues (in other departments) are always there to 
answer questions” (Kate). This perception of availability and willingness to clear out 
her queries provide her with a sense of security and belonging. The opportunity to 
seek support was also evident at lower levels, as expressed by one of the sales 
assistants: “if I have a problem, there are several people that I could go to and feel 
confident to talk to them” (Doug).
New entrants who are not provided with the necessary support feel that they are 
being let down by the organization as they cannot be as effective as they want to be 
in their role. One teacher expresses her frustration:
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“I’ve been teaching now for a week and a half and I have no data 
on the students and the data has only now been put on the 
computer... so today I’m able to find out which of my students have 
special educational needs... but before today, I’ve taught 20 or 
more lessons without having that information in front of me”
(Ann).
Such a situation also instils a negative perception of the organization. Participants 
who did not receive the desired support expressed that they question whether they 
can fit within the organization if this was its normal mode of operation. However 
they are still at the “honeymoon” phase of wishing it would work out well for them. 
Thus at this stage, they generally perceive and justify such neglect as the exception 
rather than the norm of the organization’s behaviour. However, at the back of their 
mind, they are aware that they would need to reassess their judgement later on in 
employment.
Participants gauge the organization’s effectiveness in providing adequate support 
against their prior work experiences. In comparison to previous employment, one 
participant manager said: “Everyone is there to help and support you which I didn’t 
get before so it’s very nice that anyone is at the end of the phone if you need them” 
(Jill) while another expressed that “it's a lot more friendly, open, they've got a lot 
more time for you actually, ready to help you” (Peter). With reference to a past work 
setting, a participant explained how he found it difficult to settle on the previous job: 
“There was no support. More effort and more work had to be done” (Noel).
The perceived support also influences the general impression of the organization as 
one respondent affirms about the joining organization: “it’s a very good company, 
very professional, supportive. I think it’s a good move” (Tony). Thus receiving the 
necessary support is translated into affirming the group’s status.
b. Positive association with the organization: Feeling part of a team that functions 
well is central to the new entrants’ positive perception of their employing 
organization. It motivates them to wanting to integrate within the organization. “I’m
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very much a team player. I love working with my team. It’s a lovely place, lovely 
environment” (Neville).
If the team is perceived as operating well, it serves as a source of encouragement in 
the recruits’ new role, providing them with a sense of security and acceptance. One 
of the participant teachers stated;
“I’ve got the trust and the support of my colleagues and I know that 
I can go and try things and if things don’t go well I’ve got support, 
if things go well then I’ve got people to celebrate with and to try 
things with” (Kate).
This extract indicates that a positive view of the work team is also important at a 
relational level and not just as an element of support. This aspect takes prominence 
on a social level too as articulated by one of the participant managers:
“it’s really important for me to feel that I have good relationships 
with the people I work with. So yeah, it was really, when I sort of 
discovered how niee they all were and how welcoming and sort of,
I describe it as somewhere I’d like to work” (Kim).
The desired sense of belonging is a major factor in the entrants’ perception: “the 
people and the bond that you get with them is what keeps you going and keeps you 
enjoying your job” (Jill). The importance of this aspect is also evident by the use of 
“we” rather than “I” in conversation, even at such an early stage in the development 
of their relationship with their colleagues. Participants talk about having shared 
goals, understanding and achievements: “It’s a really good team we’ve got here” 
(John). Furthermore it is recognised that one needs to be a team player to aehieve 
optimum results on an individual and collective level.
The “team” is not necessarily the immediate group of people within the department 
but also refers to the organization at large. This was made explicit by one participant 
who believes that the most positive aspect of the organization is “probably the team, 
not just at staff level but also at head office, management support from them as well, 
sort of, all as one team” (Tony). This association enhances the positive attitude
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towards the employing organization as an entity rather than simply the group of 
individuals that the employee is in direct contact with.
c. Acceptance and acknowledgement: New entrants need to feel accepted and 
acknowledged by the organization, particularly by the people they work closest with, 
but also by the rest of the organization members. The contact made by the 
established workforce facilitates their integration, as testified by participants from the 
different sectors and levels of employment:
“the staff room here is lovely and Fve met lots of different people 
from different departments and everyone has been very friendly 
and very welcoming and had a chat with me... I think people are 
sort of looking out for me a little bit more perhaps” (Fiona).
(I would remain working for this organization) “if they keep 
treating me well just like they are doing now. Not just financially 
but also recognition and acknowledgement” (Pam).
“Since I walked into that place, I have felt at ease. Everyone there 
has been really good to me” (Samuel).
Inevitably the new entrants compare their experience within the present organization 
with previous work settings they have come across with. They explicitly articulate 
how these contrast each other and why the present organization is different, as shown 
in these excerpts from the participants’ accounts:
“The first school I was in, the head was very distant. I don’t even think 
he really knew who I was whereas here the head would stop me in the 
corridor and ask me how it’s going so it seems like everyone is taking an 
interest which is lovely” (Angie).
“Before it was always the manager-employee and they need to tell you 
what they want to tell you and you just do it whereas with this one, we 
work together and we’re friends as well. It’s totally different. It’s 
lovely!” (Claire).
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“Considering the other companies I’ve worked for, I really enjoy 
working for this one. I feel I have their trust, I feel valued. Yeah, I really 
am enjoying it” (Jack).
Most of the participants were greatly taken up by the level of attention they were 
given at their new workplace, both by people at the same level and also at a higher 
level, using words such as “understanding” and “appreciative” to describe them.
One of the teacher participants highlighted this point by recounting some of her 
interactions at work:
“Even a complete stranger that I’d never come across would stop and ask 
me “how are you getting on?” ... Yeah, I mean. I’ll give you an example, 
as an organization where even the head teacher three weeks after I’ve 
asked him for leave on a matter first day in back at school, he said to me 
“how was your son’s first day at school?” because I’d asked him to come 
in an hour late on my first day back and I was a bit hesitant but he said 
“don’t worry about it” and he remembered that’s the reason I was late, so 
yeah, that makes you appreciated by someone so senior” (May).
This subtheme ties up with the following as feeling accepted and being 
acknowledged leads to the fulfilment of the need to fit in with the rest of the 
organization. The new entrants are eager to move from being regarded as a novice to 
becoming a regular member of the team.
d. Need to fit in and establish oneself: At the application stage, interested individuals 
seek information about the prospective employer on which they base their deeision to 
join. However they are aware that this is limited to an outsider’s view. Once the job 
is offered to the potential recruits and they accept it, the new entrants become eager 
to get an insider’s view of the organization, obtaining firsthand knowledge about its 
culture. They engage in a process of examining whether they can fit in.
Respondents spoke of their enthusiasm to attend any organizational activity that they 
were invited to, prior and during their initial months of employment, such as social 
functions and professional development days. One participant who attended such an
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event a couple of weeks before she actually started working at the organization 
explained why it was beneficial:
“I got to meet some other staff in other departments, which is, I don’t 
know, I think it was a good thing, I did meet some nice members of staff 
but also some other people, I don’t know, that I thought: Oh gosh, I 
couldn’t get on really well with you!” (Kate).
New recruits also appreciate any form of training and induction days offered by the 
organization: “It gets you off the ground. You familiarise yourself’ (Brian). Being 
given the information provides a sense of security in explicitly knowing more of the 
expected conduct: “I’ve done all their courses, focusing on their way of thinking, 
how they want to run the business” (Jack).
Furthermore, participants spoke of the systems in place which they believe the 
organizations use to facilitate their adjustment process. One such arrangement is the 
buddy or mentor system which formalises the communication channels through 
which their questions could be answered: “that was quite unexpected but nice!” 
Where available, this established arrangement provides new entrants with a security 
platform which they can access if and when necessary.
6.5.1.2 Self-expression through the organization is a eentral matter for new 
entrants. Participants hope that the organization they are joining serves as an outlet 
for displaying their true self, channelling their energy and fulfilling their aspirations. 
This second theme ties up with the first as the two are interdependent. While the 
process of integration within the organization provides the establishment of the 
medium in which self-expression can take place, the new entrants experience a 
smooth process of integration if they pereeive that there is room for their ideas and 
interests.
This theme is divided into four subthemes, namely: focus on career development; the 
need for challenge/motivation; independence in one’s role; and, maintaining personal 
goals and values. Each of these subthemes are now expanded and supported by 
participants’ expressed views.
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a. Focus on career development: All the participants articulated their aim of joining 
the organization as a way of progressing in their career. Those who are on their first 
job consider the organisation as a nourishing environment where they can embark on 
their career, implementing and enhancing their knowledge and skills. On the other 
hand, those who are changing organizations perceive the move from their previous 
employment as a step forward in their career development.
In antieipation, before becoming part of the organization, participants believed that 
there was scope for progression in the new setting. Indeed, this is considered as a 
major factor in their decision to join. However, it becomes important for them to 
verify if this is feasible once they join. Early on in their employment, this seems to 
be a deeisive factor as to whether they perceive themselves to be staying on for a 
long undefined period in their employment. Aspects of the organization mentioned 
as a confirmation of such prospects were: training opportunities which lead to taking 
on new responsibilities; diversity of roles with the chance of moving from one role to 
another; prospects of developing laterally and not just vertically by taking up new 
tasks within the same level; and a clearly mapped out career pathway.
“There’s lots of different roles. You don’t have to be general 
manager. You can get HR or marketing or business manager so 
there’s lots of different avenues to go down as well but it’s great to 
get operational experience” (Brian).
“What would ensure that I would stay is probably the amount of 
progress that I make on the job. What I find good about this work is 
it won’t be long before I can go up the levels, pushing your way up 
to team leader all the way up to becoming a manager” (Ron).
One participant explained that he chose that particular organization because it was a 
“larger company” and so had “more prospects”. Another respondent asserted: “I 
knew that I could push myself as a professional here” (Ann).
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On the other hand, uncertainty about career development opportunities creates doubts 
about whether it is the right setting for them: “What might ensure that I would stay 
would be if I knew that there were chances of promotion in the future and Fm not 
sure if there is at the moment” (Sarah).
In contrast, some participants stressed their disappointment in discovering a laek of 
opportunities once they joined: “I realised that in this organisation, the process to 
move... is extremely long term. It seems like it will take many, many years just to 
move one small step...” (Peter). This participant goes on to explain how with his 
qualifications and previous work experience, he was more likely to progress in his 
career by actually moving to other companies. Thus, even at this early stage, he was 
already disengaging from this organization.
Although new entrants do not expect immediate promotion, they want to work 
towards that prospect by proving that they can do their job well and improving their 
skills so as to enhance their position. They believe that the organization will provide 
them with opportunities to do so:
“I (want to) continue to develop my own skills and that’s what Fm 
doing at the moment and continue to get opportunities to learn new 
stuff all the time and get continual professional development...”
(Fiona).
“It (this organization) gives me the opportunity of taking my career 
forward possibly in other avenues in years to come when I want to 
change what I do within this industry” (Pam).
Thus while participants acknowledge the need to proactively engage in enhancing 
their skills, they expect the organization to take interest in their professional 
development. Training opportunities as well as knowledge of prospects for 
advancement or expansion in their roles are crucial in maintaining the initial positive 
impression and decision to stay.
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b. Need for challenge/motivation: This is a prominent issue brought up by 
participants as the reason for choosing the particular employing organization. They 
believe that it can offer the stimulation that they demand to feel engaged in their role. 
One participant specifically expressed that she sought to change her employing 
organization because she was looking for a new challenge and believed that it could 
be provided.
“I had a different job and I didn’t find it that challenging. So I knew that 
this company was quite demanding, expects results etc., so I knew that 
the challenge would be a bit stronger and I wasn’t very motivated in the 
previous job” (Brenda).
Similarly a participant who had been with the same organization for 20 years wanted 
to move on so as to face new aspects of work since he was in the same setting for so 
long. The change has energized him to perform successfully in the first three months 
and to feel capable of a wider range of competencies: "It’s been interesting. I’ve 
been kept stimulated with different projeets and different results and meeting all of 
the targets, results and budgets so I am completing my job to a high standard" 
(Patrick).
Inevitably, the desire for new opportunities is seen as the result of a laek of a defined 
development plan in the previous employment. Some of the respondents claimed 
that they left their previous job because they no longer felt challenged or motivated 
in their role:
“I wanted to leave the company I was working for. I wasn’t feeling 
valued. I had just become a number. No set defined goals or anything 
like that, the targets removed and this company ticked all the right boxes 
for me” (Jack).
The fulfilment of this need for challenge seems to be evaluated throughout the 
employment. It is considered as a yardstiek which they use to measure the length of 
service that one expeets to give to the organization.
“I mean, I just thoroughly enjoyed the process up to this point and 
I’m enjoying the challenge of running this business so as long as
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that continues, I’m happy to be here for the rest of my working 
life” (Pam).
“I will stay here for as long as I know that I could make a 
difference and I can drive it forward. I think when I’m bored, 
when I feel I can’t do anymore here, when I come in and think I’ve 
done what I can here, then it’s time to leave” (May).
Participants are motivated to take on challenging tasks, to perform well in their roles 
and attain great satisfaction in return. They are eager to apply and enhanee their 
skills for the benefit of the organization but also to fulfil their needs.
c. Independence in one’s role: This subtheme is relevant to the managers’ and 
teachers’ accounts. Respondents articulated that as much as they are willing to learn 
about the organization’s mode of operation and apply it, they also wish to have the 
chance to incorporate their own way of doing things. They want to bring in 
something new to the organization, a distinct aspect through their own eontribution: 
“When I came to look round, I felt very positive that there were 
things that I’d want to change that would have an impact here so I 
felt that it was a plaee where I could make a difference here”
(Sandy).
One way of expressing themselves is through organizing their personal space at 
work, such as their assigned desk or office. This element is very important and for 
one of the teaehers was a crucial determining factor in her decision to join:
“I felt that there was some discussion as to whether I would have 
my own classroom and in my interview I said that’s one of the 
things that I really wanted and there was some discussion that I 
might not be able to have the classroom at the start of the year and 
if I hadn’t been given a classroom I would have left” (Sarah).
As noted earlier, the availability of support and guidance by the new recruits’ 
mentors, superiors and peers serves a platform for their eonfidence growth.
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However, participants yearn for and appreciate a sense of autonomy in their work, 
which they perceive as an indication of their employer’s trust in their ability to 
perform well in their role. Lack of autonomy brings about employee frustration and 
job dissatisfaction as noted by one of the managers: “Quite often, you are told by 
your superiors that you should have ownership of your business. However in order 
to have ownership of something, you’ve got to have a say on what happens next” 
(Patriek). This manager was not secure in his role and could not enjoy his job as he 
did not feel trusted to take the responsibility which he considered to be part of his 
role and that he was capable of.
Such a situation contrasts greatly with the view of another manager who was more 
involved in the decision-making process of the organization. She was very excited 
about the tasks that her role entailed and the way she was allowed to carry them out 
without much interference: “I’m getting an opportunity to bring in new team 
members, get some fresh blood here and get on with it” (Pam).
Moreover, autonomy provides a sense of flexibility in their work schedule:
“flexibility of doing what you want, when you want to do it” (Jill). Participants think 
that a degree of freedom is considered as a sign of their employer’s belief in their 
skills to manage the job well. It also makes the job more pleasant as it allows for 
work-life balance to be tailored to personal needs, by the individuals themselves.
d. Maintaining personal goals and values: Participants perceive the organization they 
joined as an environment where they could sustain their interests as expressed by one 
of the sales assistants: “I love it! It’s what I enjoy doing. I enjoy being with the 
public, meeting people” (Sandy).
Their choice of organization is also influenced by the lifestyle they have and wish to 
keep up once taking on the job: “I chose to work in this particular business because it 
is closed on weekends so that’s very important to me because it means that I can 
have a normal social life...” (Mike). It seems that the new recruits expected and 
selected their employing organization to mateh with their preferred way of life.
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Respondents have preset goals which they want to continue working towards or even 
reaching through their employment with their organization: “It’s fantastic! I mean, 
in terms of, sort of, personal achievement and sort of, what I set out to achieve when 
I entered this trade” (Pam).
New recruits also base their choice of organization on the values they uphold. The 
teachers were particularly articulate about this aspect:
“I wanted to teach in a state school... I wanted to teach in a mixed 
sehool... I just prefer to work with just a range of people with 
different abilities and I tended to want to work with people who are 
disadvantaged, that maybe didn’t have the money to be able to go 
to an independent school” (Ruth).
“It (my mission) has always been to help those who are more 
deprived than me, be it through teaching, be it through, I don’t 
know, fundraising or giving to charity, you know, or stuff like that.
I just very much want to give those that need it” (Ann).
This last quote shows that the standard set for the work role is pertinent to other areas 
in the individual’s life. Also, their values and goals are set prior to joining and the 
organization becomes one outlet of practicing these beliefs.
6.6.1.3 Influential preconceptions refer to any opinions, ideas and biases that the 
participants had, primarily prior to commencing the job, both about the organization 
and the role in question. These notions, which were based on acquired information, 
their life experiences and circumstances, were important decisive factors during their 
process of application and selection. This theme is divided into four sub-themes, 
namely: corporate identity; expected reciprocal exchange; personal 
recommendations; and, fulfilment of basic needs.
a. Corporate Identity: Initial impressions were based on the general image that the 
organization portrayed to the public as part of its marketing strategy. First and 
foremost, participants searched internet sites to gain as mueh knowledge about the
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organization as possible, to form their opinions and to facilitate their decision 
process: “Their website is fantastically built so right away you get, I got the feeling 
anyway that it was a place that they knew what they were doing” (Kate).
Respondents also sought information about the company’s reputation from reliable 
sources and serviee users:
“(I) was very excited about the interview for this one because it is 
very highly regarded in the borough. It is regarded as a very good 
place to work and where our job in any way that it can be made 
easier, is made easier. The people that we work with and our 
colleagues get fantastic ratings so I got really excited about it”
(Kim).
“(I wanted to join) on merit of company’s history, their strength in 
the current economy and the entrepreneurial encouragement this 
company gives” (Patrick).
Alternatively participants obtained information by visiting the organization’s offices 
or outlets and asked staff members about it. At the application stage, one participant 
concluded that “it’s just nice to be in a company that’s going places and that’s quite 
stable” (Brenda). Another participant explained: “It’s a very good company so, it is 
quite important to work with someone who has good levels of, sort of, low levels of 
staff turnover and good levels of training” (Tony).
Inevitably, the new recruits compared the organization to similar entities as they 
checked whether it could offer them anything that was distinctively different: “This 
is one of the best companies to work for, one of the best brands so I went through the 
recruitment process, this job came up and I thought this was something that I’d like 
to be involved with” (John). Participants also made eomparisons with other 
organizations that they worked for:
“I’ve worked at different companies and the grass isn’t always 
greener on the other side and I’ve worked at a couple of companies 
where one year you think you’ve got a steady job, a long term job.
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and a little bit later you find a huge black hole in their finances and 
you get forced to move while in this company, it is more of a career 
for life or a job of life, you can have one here” (Mike).
The perceived corporate identity was established as a result of the accumulated data 
obtained: “Obviously I was then aware of what they (the employing organization) 
were and what they stand for and what they try to achieve and I wanted to be part of 
that” (Peter). Furthermore once a stable positive view of the organization is 
established, every attempt is made to maintain this position. A participant’s 
comment about the induction training was: “"It was everything organized by the 
company really, the training, very structured, organized, very professional which is 
what I expected" (Neville). Thus the initial days served as a confirmation of his first 
impressions.
On the other hand, one participant who felt that the application procedure 
was not managed well by the selection team said: “I had a negative view of 
their recruitment process but because I had heard so much about them, it 
hadn’t really changed my positive impression of the organization” (Jill).
This tolerant approach is still evident in the first weeks of employment. A 
participant manager, who was disappointed about the induetion training he 
received, defended the situation by saying: “that was the only, kind of like, 
down point within the whole process” (Mike). A similar situation occurred 
with a sales assistant who did not receive the desired level of support but 
excused it: “It hasn’t changed what I said about the company, it just was 
unfortunate circumstances that my line manager was ill and couldn’t 
manage to talk to me” (Ron). This relates to the “honeymoon” aspect of the 
new employment mentioned earlier as participants seek to maintain their 
positive impression of the organization. Such instances are perceived as the 
exception and not the norm.
b. Expected reciprocal exchange: Participants believe in the notion that an 
employment relationship is a two-way process of giving service to the organization 
in return to benefits gained from it. They selected their employment with a
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perception of trust that this reciprocal exchange would take place effectively: “It’s a 
good company to work for. It’s stable, growing, the kind of company who would 
look after you if you put the work in” (John). New recruits anticipated that they 
would pay back their earned salary through productive work that brought the 
organization forward: “The company will expect the results once you take on the 
role, onee you take the responsibility” (Jack).
However, besides income, they considered other aspects such as the organization’s 
interest and contribution to employee well-being and personal development. One 
participant summed up what he expected in return: “They give you the opportunity, 
for those who want to develop in their career; they give you the training and take 
care of you through the job” (Brenda).
Early on, a sense of loyalty developed if the employee perceived the employment 
relationship as a balanced exchange of give and take. Their allegianee with the 
organization drove them into a position of defending it against differing opinions 
brought forward by their significant others. Here is an example from a teacher 
participant:
“The other day, I was thinking, my mum said to me, “you can 
move on from this school” because she didn’t really agree with me 
that I work in a boys’ school and she said “In a couple of years, you 
can move on” and I said “You know what, when they’ve invested 
so much into me, I really believe in this school. I’m not sure I 
would do that” (May).
Participants were aware of their duty to perform their job well but likewise they 
placed responsibility on the organization to give them the necessary support to do it. 
A manager described it as follows:
“I’d like to get a stable situation, a stable team, a good team around 
me and obviously the company has a sort of sublime responsibility 
to provide you with a system and that’s obviously quite necessary 
in order to have days off etc., structure, good rapport from the
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company in terms of providing me with a good management team”
(Keith).
It was evident that his perception of the organization was that it laeked in 
providing him with the required tools, creating an imbalance between what 
he gave to the organisation and what he received from it.
c. Personal recommendations: Prospective employees sought information about the 
organization from any acquaintance prior to submitting their job application. 
Respondents asked family and friends to try and get an opinion from anyone who 
had any eontact with the company.
First and foremost, feedback obtained from a current employee was greatly valued 
and relied on, especially if the individual was an existing friend of the applicant, as 
expressed by one of the managers. “I’ve got two fairly close friends that also work
for the company who used to work fo r ................(the name of the previous
employing organization) and that was quite positive.” One of the participant sales 
assistants actually initiated her interest in applying for the job through advice
received from an ex-colleague: “A girl that I used to work with in .............. (the name
of the previous eompany) moved over to this company and at the end of last year she 
recommended that I apply” (Jill).
A participant teacher was really pleased to have actually met people who were 
previous service users of the employing organization: "I had some friends who live 
in the area that went to this school. They said it was a really good sehool" (Sarah). 
She found this communication extremely valuable in her decision between different 
schools, giving her some security that applying for the job was a step in the right 
direction.
Another teacher asked around at the University she had trained in. “Fd heard good 
things about it. My tutor at university knew the head of department... So that’s what 
attracted me to it really” (Kim). Knowledge obtained from significant people who 
they trusted and valued their opinion was all the more valuable.
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d. Fulfilment of functional needs: Participants considered factors such as salary and 
proximity to their family in their choice of employing organization. One of the sales 
assistants who had been through recent unemployment also talked about the 
fundamental need to be engaged in work. For him, the organization was in a positive 
light if it could provide him with this opportunity.
The essential aspect of earning a salary in return to working for the organization was 
not dominant in the participants’ accounts. It took centrality with only one 
respondent: “(It’s) just a job, isn’t it? To get money” (Doug). Otherwise pay was 
considered as part of all the other benefits offered by the organization: “They made 
me an offer which appealed and the overall package, you know, challenge, finances 
obviously are an important faetor when considering a job, so everything seemed to 
do a match up with what I was looking for” (Brenda).
The other factor was the location of the business. Participants sought employment 
which was situated close to where they presently live or where they desire to: “It’s in 
a location that is handy for me to be with my family.” They envisaged that being 
closer to home results in more effective work-life balance. Particularly for those 
who reached their workplace by public transport, it was important that the journey 
was straightforward and well-serviced.
In summary, the interview participants expressed that their most salient concern in 
the initial months of employment was to move from perceiving themselves as a new 
entrant at the periphery of the organization to an established member. They sought 
acceptance and acknowledgement from other members of the organization, 
particularly those in a senior position, and appreciated any support in their role.
They also enjoyed their positive association with what they perceived to be a 
successful social group. Participants chose their particular organization as they 
believed that it would allow them to uphold and express their goals and values, give 
their distinct contribution and progress in their career. They believed that the 
organization would provide them with opportunities for personal development and 
the required stimulation to sustain interest in their work. Respondents spoke of the 
means through which they sought information about their new employer, mainly
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through personal recommendations and its corporate identity. They also referred to 
the expected norms of employment as a balanced reeiprocal exchange and the 
fulfilment of basic needs, such as proximity to family. The following section 
presents the analysis of the second data collection method used in this study, that is, 
the diary study.
6.6.2 Outcome from the Diary Study
Ten out of the 11 participants considered the five days in which the diary forms were 
completed to be a typical working week. The one exception noted that “it was not 
entirely typical as I would not always have a day of training. I think that day helped 
me feel a lot more positive throughout the rest of the week” (Fiona). (The training 
day was Day 2).
The participants’ recorded events were classified into three main themes, namely, 
Perceived competence in one’s role; Integration within the organization; and. 
Dealing with a new reality. Each of these themes is presented separately. However, 
they are inevitably interrelated, as aspects from each theme are likely to be part of 
the new entrants’ experiences.
6.5.2.1 Perceived competence in one’s role is the most salient aspeet of the 
participants’ recorded events throughout the five days of diary completion. At this 
early stage in their employment, they seek to prove to themselves and others that 
they are capable of effectively performing their trusted task. This greatly affects 
their emotional state too, as they generally claim to be enthusiastic, cheerful and 
optimistic during the day, but this is coupled with some worry and tension.
However, the latter ease off when the new employees start to perceive themselves as 
proficient in their assigned responsibilities, which is attained either through self- 
assessment or reeeived feedback.
Dealing with the novelty of the organizational structure and mode of operation brings 
a certain amount of uncertainty and nervousness. For instance, one teacher was 
somewhat preoccupied about having to train on a new software system, and her 
ability to learn using it. She was very pleased and relieved when she accomplished
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the programme successfully and in hindsight realised that her preoecupations were 
exaggerated. Participants were aware of this initial uneasiness and also of its 
diminution: “I was pleased with how relaxed I felt today (compared to previous days) 
and was able to meet some of the challenges with a bit more humour” (Kim).
Maintaining a positive perception is achieved by ensuring that they keep up to date 
with organizing their work, such as correspondence, and that they are well-prepared 
for their sessions, for example, meetings. This generally involves working beyond 
the set hours to make sure that everything is up to date, as expressed by one manager: 
“At 4.45pm I realised I had been sitting at my desk for 45 minutes 
and had done nothing but stare into space and move things 
around... I felt panicky and out of control, and very worried that I 
wouldn’t get my head around the work to be done... I’ve been 
working ever since, and although I’m still tired. I’ve got enough 
done to make tomorrow a good day, and I feel a lot less stressed 
out” (Kate).
On the same note, a teacher who forgot to take her USB stick into work with all the 
prepared materials was very frustrated, annoyed and worried that she might not be 
able to deliver her work effectively. Such situations show the importance for new 
recruits to perceive themselves as equipped as possible so they eould succeed in their 
role.
The new entrants’ apprehension about their performance is also fuelled by how they 
consider themselves to be perceived by others. For instance, one of the teachers, 
who claimed to be “tense” and “anxious” much of the time in her working day, 
became very “enthusiastic” and “satisfied” after this affirming event:
“Some pupils that I have not taught before were lined up outside 
the classroom at the start of the lesson. When some pupils realised 
that I was teaching them, they whispered to each other and I 
overheard them say that they had heard my lessons were really fun!
They seemed really pleased that I was teaching them” (Sarah).
123
The incident enhanced her confidence as she faced the class, making her more 
comfortable in conducting her role. This event also served as feedback that she “may 
be doing something right in terms of the teaching.” Any form of response is sought 
and interpreted to reflect her performance, such as “the children smiling and looking 
pleased.”
Such feedback is also received verbally: “The manager said I was doing really well 
and she was happy with my progress, so that made me feel confident and happy” 
(Claire). This affirmation gave her the assurance she needed to feel competent in her 
role once the training period was over and she was left to do it alone. Another 
teaeher, who was observed by a senior member of the school delivering the first 
lesson of the day, was relieved to receive positive feedback:
“This left me feeling more optimistic about the following four 
lessons. Though the day did not go swimmingly, I was satisfied 
with the preparation I had done the night before and it contributed 
to making the rest of the day less stressful” (Ann).
She had been feeling “very emotionally unstable” before meeting her mentor, but 
then left “feeling relieved and quite happy,” and the outcome was a positive self- 
assessment. On the other hand, a negative self-assessment results in feeling 
“miserable”, “tense” and “worried” most of the time, as expressed by a teacher who 
did not manage to keep control of one of her classes. She attributed the disruption to 
her inability to perform the task well and experienced a laek of self-confidence for 
the rest of the day. Confidence seems to be an important aspect in the initial months 
of a new employment as it does not happen automatically but grows gradually: “Fm 
starting to believe that Fm doing the right thing” (Ruth).
One way of enhancing their perceived competence is through the acknowledgement 
received by their colleagues. For example, a teacher who had a full day of classes 
was offered to be relieved of one lesson by a colleague. Such an act was taken as a 
way of recognizing and validating her substantial contribution and also as a form of 
support to do well in the other lessons as she had more time to prepare for them.
“This led me to feel calm and collected and positive for the entire day” (Angie).
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Being acknowledged also serves as an opportunity to perceive oneself as part of the 
organizational team, which ties in with the following theme.
6.6.2.2 Integration within the organization is evident to be salient in the 
participants’ evaluation of the day’s events. Besides the novelty in their working 
physical environment and assigned job, new recruits have to deal with being 
acquainted and becoming part of a new social group, which likewise takes them a lot 
of effort. They think over their interactions with their colleagues both at a personal 
and organizational level.
Employees value how relationships are gradually built on a professional level in their 
initial months of employment. For example, one of the teachers highlighted an event 
where a pupil came to her after school asking for “additional work to ensure a good 
grade” (Ruth). She perceived this request as the pupil’s recognition of her input as a 
significant contribution to what the school’s education system was offering him.
This led her to state the following in describing the sort of day she had: “Overall, I 
feel as though I’m fitting into school more as an established member of staff.” In 
another situation, a teacher was asked to cover a lesson during her free period which 
made her “feel like a well-known member of the department” (Fiona). Such 
experiences seem to allow new entrants to perceive a shift from being at the 
periphery of the organizational team to moving into the inner circle.
Relationships are also sought to be built on a social level. For instance, a teacher 
recounted how a student shared with her his concerns about his father’s health. She 
appreciated the fact that he trusted her with such sensitive information. Adding to 
this, one of her colleagues talked about her sick mother the following day, which 
caused her concern and felt the need to support her.
New employees consider the need to be proactive in the process of integration. For 
example, a participant teacher took in a cake to school to share at break time with her 
colleagues in the same department and she was pleased that this was received well. 
Another teacher described how she felt greatly “included”, “happy” and “relaxed” by 
getting to know other members of the organization:
125
“After school I went for drinks with some of the staff from other 
departments that I have met in the staffroom. I had mixed feelings 
about it to begin with and was a little worried as I don’t know them 
very well and they have been working together for years but it was 
a lot of fun and it made me feel part of the staff... I felt more part of 
something when I left than I had before. More integrated into the 
school life” (Angie).
Although the element of integration is less prominent than the concern regarding 
competence, it similarly eases the tension and worry experienced initially. As new 
recruits feel more “at home”, they become increasingly comfortable and familiar 
with their new employment.
6.6.2.3 Dealing with a new reality refers to how the employees evaluate their new 
experiences and verify whether the presented reality matched their preconceptions 
and expectations. For instance, a teacher who in the research interview spoke about 
her choice of career due to her belief that she can affectively infuse enthusiasm in her 
subject, in her diary highlighted the fact that a less performing class did some really 
good work. This experience enhanced her optimism and satisfaction. Likewise, one 
of the managers was very satisfied and proud that her team members had followed 
her instructions and attained positive results.
The respondents shared occurrences which disconfirmed their initial impressions of 
the organization. For example, the administrative assistant was very satisfied when 
she realised that the way the company functions was actually much simpler than she 
thought and it took her less time to understand it than she anticipated. On a negative 
note, a teacher was very upset to learn that her classroom was to be shared and used 
by a colleague for a couple of hours so she had to move out of it. She initially 
directed her frustration towards the individual but soon realised that “apparently it 
happens commonly (in this school)... There is a lot more politics in the department 
than I originally thought. Am trying to figure out how to steer clear, yet be efficient” 
(May). This incident made her become more detached from the rest of her team.
126
Participants reported moments where they felt unsure whether they could handle the 
workload. With reference to a meeting with her line manager, one of the managers 
wrote: “The discussion was useful however I did feel considerably overwhelmed 
today with the workload and expectations and journey ahead” (Sandy). New recruits 
realise that they are putting in more hours and effort than they can realistically 
sustain. Even though she was really enjoying her work, one of the teachers 
expressed the following on her Friday diary form:
“I was elated when I left school at 4pm, knowing I did not have to 
come back to school until Monday... I became aware that I would 
need to spend some time to myself over the coming weekend. I 
was tired and made a conscious decision to allocate time for myself 
and not just work” (Ann).
Thus new recruits seek to amalgamate the recently acquired aspects of their 
employment with other elements in their life, to attain a work-life balance. Even if 
they are very excited about their new venture, they want to align this new experience 
with their other pre-established realities.
In summary, through the diary study, participants shared how important it was for 
them to perceive themselves as competent in their assigned role. This matter was the 
most salient aspect in their reflections and it greatly affected their emotional state. 
They also reported events which related to their perceived integration within the 
organization. Moreover, participants expressed how they are dealing with novel 
situation that a new employment presented them with.
The description of the themes, both from the interviews and the diary study aimed at 
understanding the participants’ experiences of psychological contract formation 
through the analysis of their account. This analysis was subjected to interpretation in 
relation to previous research on psychological contracting and identity which is 
presented in the next section. Such a process allowed for further insight about this 
phenomenon to be recognized.
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6.7 Discussion
The main themes derived from the interview and diary data analysis were:
Integration within the organization'. Self-expression through the organization'. 
Influential preconceptions (before joining); Perceived competence in one’s role', and 
Dealing with a new reality. Overall, these salient themes appear to relate mainly to 
identity processes during the organizational socialization phase of their employment. 
New recruits progressively gather knowledge about their new social group and role. 
Subsequently they assess whether the presented reality can be integrated plausibly 
with their existing mental model of their identity and psychological contract. The 
discussion below addresses the research outcome on the basis of this interpretation, 
with reference to previous literature.
6.7.1 Identity as the Driving Force of Psychological Contract Formation
The findings show that individuals strive towards establishing their social identity as 
part of the employing organization whilst maintaining or enhancing their personal 
identity. Such dynamics correspond to the social psychological position taken by the 
social identity approach (Tajfel, 1974; Tajfel & Turner, 1979; Turner, 1975) and 
identity process theory (Breakwell, 1986, 1993). Individuals seek to uphold their 
sense of self through membership with an organization which they believe would 
provide them with opportunities for self-esteem, self-efficacy, continuity and 
distinctiveness (both on an individual and group level). The psychological contract 
becomes the channel through which these identity needs are fulfilled.
The psychological contract serves to realize their social identity since association 
with their organization enhances their self-esteem through identification with its 
positive image and achievements. Group self-esteem is an integral feature of social 
identity theory (Tajfel, 1978) and this is evident by the participants’ use of “we” in 
reference to themselves as part of the group (Tajfel & Turner, 1979). This need for 
belonging, which is also included as a primary drive in Maslow’s (1968) hierarchy of 
needs, is satisfied through perceived acceptance into the new social group 
(particularly their immediate work team). Perceived acceptance is attained through 
their peers’ reaching out and acknowledging them and their work. Participants also 
assess their satisfaction with their group membership by comparing it with previous
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employment relationships, such as the teachers’ comparison of staff room interaction 
or their communication with management. Furthermore, respondents recognize 
features of the organization that distinguish it from other groups, another salient 
aspect of social identity theory. One example of such distinct features is the buddy 
or mentor system for new entrants, which is in place in some organizations.
The enduring and change-resistant nature of mental models can be seen through the 
preservation of a positive view of the psychological contract with the organization, 
even when presented with negative events. For example, participants who were 
dissatisfied with the recruitment or induction process seemed to isolate such an 
experience as the exception rather than the norm. Otherwise they attributed it to a 
specific section of the organization, protecting their image of the organization as a 
whole. Following Chaudhry et al.’s (2009) sensemaking model of psychological 
contract fulfilment, such attributions of responsibility allows them to remain loyal to 
the organization at large.
A salient element at this initial stage of employment is perceived organizational 
support and new recruits gauge their impression of the organization through this lens. 
Its salience in the participants’ accounts supports Millward and Brewerton’s (2000) 
assertion that the received support indicates psychological contract fulfilment. New 
recruits are enthusiastic about engaging in the organization’s activities if they have 
the necessary backing for them to feel confident in what they are doing. This 
research also shows that the lack of perceived organizational support results in job 
dissatisfaction and possibly psychological contract termination.
The employees’ evaluation of the received support also leads to “functional 
antagonism” as the employee distinguishes between his/her different levels of 
membership within the organization. For example, a teacher spoke about not feeling 
“as connected to the organization as a whole” as she feels with her department 
because of the high level of support she received from her peers. Moreover,
“ingroup favouritism” develops through perceived organizational support, 
particularly through comparison with previous employing organizations, leading to 
organizational distinctiveness. Furthermore, the employees’ self-efficacy is affirmed
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through accessible support from their superiors and peers, training opportunities and 
the supply of the necessary tools to carry out their job effectively. Thus 
organizational support serves to enhance both one’s personal and social identity, 
which promote psychological contract maintenance.
Research outcome indicates that individuals join a specific organization because of 
their internal conflict with unsatisfied identity needs, aiming to restore stability and 
retain or even attain a positive self-evaluation. Rather than altering the value given 
to any of the prime principles in identity process theory (Breakwell, 1986, 1993), 
they choose to change their social context which is creating the threat to one they 
believe would fulfil these needs. For instance, participants who were not 
experiencing the previous employment to be challenging enough, moved on to a new 
organization because it was believed to provide a more stimulating environment. 
Moreover, participants expressed their need to uphold the perception that their 
contribution to the organization’s operations is distinct and they are impelled to 
move on to another organization if this is not achieved in their present setting.
The concept of engaging with their organization as a reaction to a threat is also in 
line with Weick’s (1995) sensemaking process. Weick contends that sensemaking 
depends on past experiences which serve as an impetus to create a more plausible 
future. Indeed, the participants’ resolution to join their organization was generally 
based on the aspiration of a more fulfilling and less threatening life experience than 
prior to joining, for instance by attaining better job security and more career 
development opportunities. Therefore employees join a new organization with the 
expectation that it will provide them with the opportunities to enhance their current 
level of self-esteem and self-efficacy whilst offering them distinctiveness and 
continuity from the past to the future view of themselves. These identity needs are 
seen to be achieved through self-expression by continuing to develop their skills, 
progress in their career, practice their values and maintain their goals. Participants 
expect a process of reciprocation to occur as, in return to their service, they believe 
the organization should allow for this self-expression and provide them with 
opportunities for its accomplishment. This is in line with previous research which 
has long acknowledged the psychological contract as a process of balanced exchange
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(such as Argyris, 1960; Barnard, 1938; Herriot, Hirsh & Reilly, 1998; March & 
Simon, 1958; Rousseau, 1995, 2001)
The new recruits’ initial psychological contract is a relatively incomplete mental 
model (Rousseau, 2001) and any attained information about the organization is 
sought to be integrated within its schema. Thus the presented reality serves to 
validate or disconfirm their existing representation of the psychological contract. In 
line with Gatewood et al.’s (1993) assertion, participants spoke of the tangible 
information acquired through the organization’s corporate identity, such as their 
website, the operational premises, documented history and economic strength. Using 
Rousseau’s (1995) terminology of contract classification, the individual’s “implied 
contract” with the organization seems to feed the “psychological contract” at its 
initial stage of development. For instance, participants expressed their eagerness to 
become part of the organization once they were aware of its achievements, low levels 
of staff turnover and training opportunities. Whitboume’s (2001) contention that 
people attempt to express identity by getting involved in preferred activities suggests 
that individuals decide to join a particular organization because they have an image 
of the organization that fits with their own identity. Participants expressed how 
before entry they believed that their chosen organization was the right place for 
them, particularly in comparison to other entities within the same sector. So the 
implied contract is perceived to promise continuity in their sense of self and the 
desired distinctiveness. Such input to their psychological contract provided them 
with hope for enhanced job satisfaction and a sense of direction in their work role.
Furthermore, the “social contract” also informs the psychological contract since 
respondents expressed how their employment fulfilled their basic needs such as a 
salary, having a job and proximity to family. In return to the work they put in, they 
expected to receive the necessary organizational support to perform their job well. 
Participants also expected the organization to consider their employees’ well-being. 
Thus the customary norms of an employment contract are expected to be included.
Individuals negotiate the newly acquired role with their other pre-existing roles. As 
per identity theory (Stryker, 1968), their occupational role seems to take a salient
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position in their hierarchy of roles at this initial stage of employment. Participants 
were aware that they invested a lot of their time and energy in dealing with this new 
reality, perhaps much more than what they anticipated or desired to. Consequently 
new recruits seek a more plausible balance between their multiple roles, and its 
achievement influences the maintenance of a positive psychological contract.
Finally, similar to Parzefall and Coyle-Shapiro’s (2011) qualitative study, 
participants displayed strong emotional reactions to their identified salient event, 
though the mentioned research focussed on negative emotions. The recorded 
emotions in the diary study indicated that the participants were generally 
enthusiastic, cheerful and optimistic. These positive feelings intensified when they 
experienced events that enhanced their self-esteem (both personal and as part of the 
group) and self-efficacy. Such events involved both self-evaluation and feedback 
received from others, showing emotions’ communicative and evaluative functions 
(Haviland-Jones & Kahlbaugh, 2000; Parkinson, 1996). It seems that while concerns 
about the psychological contract are signified through negative emotions (Conway & 
Briner, 2002b, Morrison & Robinson, 1997; Robinson & Morrison, 2000), a fulfilled 
psychological contract results in the portrayal of positive affective states. Indeed, 
Riketta, Van Dick and Rousseau (2006) acknowledge emotions as being important in 
sustaining the relational aspects of the psychological contract.
Since this study was part of one longitudinal study, it seemed more appropriate to 
present one discussion of the study limitations and recommendations for future 
research. These are presented in Chapter 9.
6.8 Chapter Conclusion: Towards an understanding of how individual identity 
influences the psychological contract
The discussion of the findings in relation to previous literature shows that 
psychological contract formation is not simply based on the exchanges between the 
employer and employee. Rather, it is highly driven by pre-existing factors belonging 
solely to the individual, which he/she attempts to actualize through the psychological 
contract. For instance, the teacher participant’s insistence on having her own 
classroom indicates that her psychological contract was not only built on what the
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organization could offer but also on the way that the organization aligns to her prior 
requisites. This pre-identified need had a major say in her decision to choose that 
particular school as an employer and was important enough that she was ready to 
leave if this was not realized and sustained. Thus the psychological contract seems 
to serve as a vehicle for her identity needs to be satisfied (such as distinctiveness 
through self-expression) and identity threats to be resolved (lack of perceived 
distinctiveness). As long as this need (and other salient idiosyncratic needs) kept 
being fulfilled, it was likely that her psychological contract would be upheld.
Furthermore, as previously acknowledged in the literature, the internal and external 
messages received by the individual from and about the organization inform the new 
recruit during the organization socialization process of sensemaking. However, 
essentially, it is not these acquired perceptions that influence psychological contract 
formation but the degree to which the employee perceives the organization’s identity 
to fit with their own identity. Thus, acknowledging the direct influence of individual 
identity on psychological contract formation means that examining psychological 
contract development must consider the changing value given to its content (similar 
to IPT’s understanding of identity development). This dynamic nature of 
psychological contract development continues to be examined in the next chapter 
which presents the qualitative research at time point 2 and 3 (6 and 12 months from 
entry to the organization).
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St u d y 2
A Qualitative Investigation of the Factors influencing 
Psychological Contract Development
7.1 Chapter Overview
This chapter follows from Study 1 (Chapter 6) as it explores the evolving process of 
psychological contract development with the same participants. Section 7.2 
introduces the background in which the psychological contract develops while 
Section 7.3 outlines the factors which have already been recognized as influential in 
this process. The research design is then described in Section 7.4, followed by the 
presentation of the results in Section 7.5. Section 7.6 includes a discussion of the 
research outcome in relation to the existing research. Finally, Section 7.7 highlights 
the research contributions to psychological contract research and how it enhances our 
understanding of the role played by individual identity in its development process.
7.2 Introduction
The anticipatory expectations formed at pre-entry and entry level are adjusted as the 
newcomer interacts with existing employees (Thomas & Anderson, 1998), as seen in 
Chapter 6. The pre-existing schema are challenged and the individual experiences a 
“reality shock” (Hughes, 1958), consequently amending one’s perception into a more 
realistic picture of the new experience. In fact, the presented reality can be totally 
different from the predicted expectations (Louis, 1980; Rousseau, 2001). Besides the 
literature already presented about the nature of the psychological contract, other 
recognized factors which affect the employee’s perception of one’s psychological 
contract with the employing organization through its development are outlined 
below.
7.3 Identified Factors influencing Psychological Contract Development
Studies on psychological contract development have mostly centred round the 
employee’s perception of messages given by the organization. Particularly, the
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predominantly researched aspect is the effect of psychological contract violation, 
namely, the processes of contract breach by the employer and the consequential 
effect on the employees’ behaviour. For this reason, the psychological contract has 
generally been pessimistically conceptualised as a phenomenon where violation is 
considered as the “norm” rather than the “exception” (Robinson & Rousseau, 1994). 
As a result, it is generally accepted that any contract breach leading to feelings of 
violation is initiated by changes in the employer’s terms. On the other hand, 
psychological contract fulfilment leads to positive emotional states (Coyle-Shapiro & 
Kessler, 2000). When inducements meet obligations, employees feel cared for, 
recognized, enthusiastic about their work and experience an increased sense of self 
worth (Conway & Briner, 2002a, b).
An element that has been considered to be fundamental in our understanding of the 
psychological contract development is the relationship between trust and this 
construct (MacNeil, 1985; Robinson, 1996; Rousseau, 2004). Mayer, Davis and 
Schoorman (1995) define trust as “the willingness of a party to be vulnerable to the 
actions of another party based on the expectation that the other will perform a 
particular action important to the trustor” (p. 712). Thus, in this context, trust is 
regarded as a social construction (Bijlsma and Koopman, 2003; Lane, 1998), that is, 
it occurs at an interpersonal level within the employee-employer relationship 
(Marlow & Patton, 2002). When an employee perceives psychological contract 
breach, a loss of trust in the organization is experienced, which leads to demotivation 
and distancing from the organization (Deery, Iverson & Walsh, 2006).
The role of trust has mostly been associated with relational, rather than transactional 
contracts (Montes & Irving, 2008; Rousseau, 1995; Shore & Tetrick, 1994).
However, Fox (1974) argues that “the notion of a work relationship wholly without 
trust is only a polar extreme of a theoretical construct and cannot be found in 
practice” (p. 77). A minimal amount of trust is believed to exist even in 
transactional contracts.
This demonstration of trust in all psychological contracts is supported by Atkinson’s 
(2007) findings, where transactional aspects were linked to cognitive trust and
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relational aspects to affective trust. McAllister’s (1995) explanation of these two 
types of trust sheds some light on this position. Whereas cognitive trust is 
understood to be based on the economic exchange, affective trust deals with the 
irrational relational aspects such as respect. The former must be present before the 
latter can develop after which cognitive trust becomes less important, unless 
affective trust is breached (Atkinson, 2007; McAllister, 1995). However affective 
trust is hardy in breach encounters as its preservation is sought (Robinson, 1996). 
Furthermore, Lewicki and Bunker (1996) assert that damaging the affective trust can 
be detrimental to the employment relationship unlike cognitive trust which has less 
impact.
Furthermore, Schalk, Campbell and Freese (1998) consider the execution of an 
organizational change as having an effect on the psychological contract. They assert 
that important elements include the level of employee participation, communication 
and support through the process. In a study on the effect of organizational change, 
the employee’s perception of the employment relationship is generally found to be 
more negative, as less employer obligations are perceived to be fulfilled leading to 
psychological contract violation (Freese, Schalk & Croon, 2011). Moreover, Pate, 
Martin and Staines’ (2000) process model shows that such perceived violation leads 
to deteriorating trust and negative attitudes towards management. They contend that 
the outcome is increased cynicism towards the change and the organization; 
increased feelings of resentment and frustration; and, decreased job satisfaction, 
organizational commitment and organizational citizenship behaviour. The 
employees are also less likely to be willing to participate in future organizational 
changes.
So far, research has focussed on organizational changes to be a major factor in 
modifying the psychological contract. However, Conway and Briner (2002a) 
contend that individual meaning given to specific inducements predicts the reaction 
to a change in a perceived promise, whether broken or exceeded. This confirms the 
position that the employee’s personal characteristics greatly influence psychological 
contract development. This thesis therefore argues that due consideration should 
likewise be given to changes in personal characteristics as a possible factor in
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perceiving the psychological contract as being maintained or violated. Violation is 
considered as one aspect of psychological contract development and it will be taken 
into account as part of the participants’ experience.
7.4 Aim
Study 2 holds the same aim as Study 1, that is, to explore whether there are 
additional factors to those already recognised influencing the psychological 
contracting process. However, here the focus is on psychological contract 
development rather than formation.
7.5 Method
Similar to Study 1, this study adopts an inductive approach and uses the same 
qualitative design, procedure and techniques, namely the semi-structured interview 
and the diary study. This method allowed for close comparison between the 
outcomes of the two studies which is discussed in Section 3.
7.5.1 Semi-structured Interviews
Telephone interviews were held at 6 months and 12 months from initiation of their 
employment. The interview guide for this study (Appendix B) carried the same 
format as in Study 1. However, some changes were made to the content so it became 
more relevant to these two time points. For example, in the introductory section, 
participants were asked if there had been any changes to their role and what their 
impression of the organization was at this stage. While these questions still served 
their rapport building purpose, they provided a link with the previous interview as 
the participants took on the task of communicating any updates to the researcher.
The next section followed the same format. However, the outcome of this section 
during the previous interview was taken note of before the interview and referred to 
during the interview. Once the participant talked through all the salient events that 
came to mind, other issues that were previously included but not addressed in the 
follow up interviews were brought up by the interviewer. For example, “last time 
you talked about..., how do you feel about that situation now?” This provided 
continuation of the experience from the previous interview and an opportunity to
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differentiate between the salient events at the three time points. In a few cases, 
raising previous issues served to initiate the participants’ involvement in this exercise 
as it set them thinking about the relevant presenting issues. The final section was the 
same as in Study 1.
7.5.1.1 Participants
All 26 participants of Study 1 were invited to take part in Study 2. Four individuals 
refused, stating that they were no longer interested (the 3 sales assistants, Sam, Ron 
and Doug [pseudonyms], and one teacher, Fiona) while two of the managers, Tony 
and Noel, had changed organizations before the 6-month interview. So the 
participating sample consisted of 20 interviewees, 12 females and 8 males from 
different organizations. Ages ranged between 23 and 50 years with a mean age of 32 
years. Their occupations were as follows: 12 managers, 7 teachers and 1 
administrative assistant. These individuals took part in both the 6-month and 12- 
month interview. Two of the managers. Jack and Peter, had just moved on to other 
organizations at the 12-month interview while Claire, the administrative assistant 
was made redundant then. Also, one teacher, Sarah, was still on the job but had 
accepted a new job offer around this time. These diverse work situations made it 
possible to examine psychological contract development both in terms of 
maintenance, progression and termination. Table 7.1 presents a summary of the 
participants’ demographics.
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Table 7.1: Summary of interview participants’ demographics of study 2
Pseudonym Age Gender Occupation Firstemployment
Sarah 28 Female Teacher Yes
Ann 23 Female Teacher Yes
May 28 Female Teacher Yes
Kate 30 Female Teacher No
Kim 28 Female Teacher Yes
Angie 27 Female Teacher Yes
Ruth 24 Female Teacher No
Sandy 34 Female Manager No
Jill 27 Female Manager No
Brenda 31 Female Manager No
Pam 47 Female Manager No
Claire 25 Female Administrator No
John 38 Male Manager No
Brian 35 Male Manager No
Jack 50 Male Manager No
Patrick 29 Male Manager No
Peter 30 Male Manager No
Mike 42 Male Manager No
Keith 31 Male Manager No
Neville 31 Male Manager No
7.5.1.2 Procedure
The participants were contacted through telephone or email at the agreed time period 
after their previous interview (3 months later for Time point 2 interview and 6 
months later for Time point 3). They were reminded of the research aim and invited 
to take part in the follow up interview. A suitable day/time was agreed though in 
some cases, the interview had to be rescheduled as the arranged appointment was no 
longer convenient.
Informed consent was sought at the beginning of the interview, both for their 
participation in the research and also to record the interview. The interview schedule 
(Appendix B) was followed, although in some cases the participants anticipated that 
ITl be asking them about their peak events and voluntarily started talking about 
them. In such cases, the interviewer followed their cue by asking if there were any 
other events they could think of, apart from the ones already mentioned. Events
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brought up in the previous interviews were also made reference to, as explained 
earlier. The concluding section carried the same format as the interviews in Study 1. 
At the end of the interview at 6 months from initiation of employment, participants 
were invited to take part in the last interview at 12 months. The interviews lasted 
between 10 and 50 minutes with an average of 30 minutes. Participants took less 
time to think out their answers then in Study 1 as they were aware of the questions 
they would be asked and most of them seemed to have their replies readily.
7.5.1.3 Data Analysis
All 40 digitally-recorded interviews were transcribed (verbatim) by the researcher 
soon after they were conducted. Thematic analysis was performed on both sets of 
data separately. However, as the transcripts were coded and themes started to 
appear, it was evident that a common set of themes between the two data sets 
emerged. The diverse aspects influencing the psychological contracting process 
seemed to develop similarly across the sample, though at a different pace. Thus the 
outcome is presented as one set of themes in the Results section below, including 
quote excerpts from the participants’ interviews at the two time points to illustrate 
this process element.
7.5.2 Diary Study
While the interviews captured the participants’ experience between one research 
interview and another through retrospective recall, the diary study provided a 
snapshot of their salient daily events as they happened. This study adopted the same 
method as Study 1 and used the same diary form (Appendix G). The diary study was 
held over a working week (5 days, Monday to Friday) following the last interview. 
Previous research shows that the socialization process into the organization occurs 
mostly in the first 6 months (Bauer, Morrison & Callister, 1998; Morrison, 1993a) so 
the 12-month time point was chosen to investigate the participants’ experience 
outside this initial process.
7.5.2.1 Participants
Ten complete 5-day diaries were collected from the 8 teachers and 2 managers in the 
hospitality industry who completed the diary study in Study 1. All participants were
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thfemale and their ages ranged from 23 to 34 years with a mean of 28 years. The 11 
participant in Study 1, Claire, who was an administrative assistant, could not 
complete the diary since she was made redundant at the 12* month of employment. 
The other 4 participants who initially accepted to complete the diary in Study 1 but 
then dropped out were also invited but they refused due to time constraints. Table
7.2 provides a summary of the participants’ demographics.
Summary of diary study 2 participants’ demographics
Psuedonym Age Occupation
Sarah
Ann
May
Kate
Kim
Fiona
Angie
Ruth
Sandy
Jill
28
23 
28
30 
28
31 
27
24 
34 
27
Teacher
Teacher
Teacher
Teacher
Teacher
Teacher
Teacher
Teacher
Manager
Manager
1.52.2 Procedure
Participants were invited to take part in the diary study at the end of the 12-month 
interview. A verbal explanation was given to interested individuals and informed 
consent was sought, ensuring that they were fully aware of what their participation 
involved and their right to withdraw. Then, in agreement with the participant, five 
diary entry forms dated with each day of the following week were sent via email 
together with an instruction sheet (Appendix F). Participants agreed to fill in each 
diary form at the end of their working day and to send each completed form by email 
immediately after. An email showing appreciation for their contribution was sent in 
return while a reminder was emailed the following morning if the diary entry was not 
received.
7.5.2.3 Data Analysis
The 50 completed diary forms were examined using Thematic Analysis, following 
the same procedure as in Study 1. The outcome is presented in the Results section
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below, including quoted excerpts from the participants’ self-reported account in their 
diary forms.
7.6 Results
The participants’ narratives from the interviews and diary study were analysed and 
organized into themes, aimed at capturing their perception of psychological contract 
development. The thematic analysis for each of the two applied techniques is 
presented below.
7.6.1 Outcome from the Semi-structured Interviews
Participants considered the six-month time point from entry to mark a shift between 
being a new recruit and becoming a regular employee to the organization. One 
respondent explained this transition as follows:
“I think, erm, erm, probably, I felt like once I got past the six 
months sort of point, things were, erm, were pretty good really.
Erm, I think by then I kind of was more established in the role, got 
more and more into building a routine and ways of working and so 
became more efficient really and more satisfied in the job really”
(John).
Four master themes were identified as the main components of a theoretical account 
of how participants made sense of their experiences within the organization. Each of 
these themes was further subdivided into subthemes (as presented in Table 7.3). 
Quote excerpts from both sets of interviews (at 6 and 12 months) are included, which 
relate specifically to the presented themes or subthemes. However, although each 
quote is only used once, it does not necessarily mean that it only relates to the 
particular theme it is associated with. The themes are interrelated, even if presented 
separately, and any individual’s experience is likely to include aspects from the 
different themes, both concurrently and independently.
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Table 7.3: Master themes identified through Thematic Analysis at Time point 2 
and 3
Theme Subtheme
Integration within the organization Getting a realistic picture of the organization 
Developing a social/organizational identity 
Managing relationships
Focus on career progression Tangible development opportunities 
Control over career development 
Concrete career plan within the organization
Attaining a balance A balance in the employment relationship 
Work-life balance
Confidence in one’s role Self-efficacy 
Job satisfaction
Recognition of one’s contribution
Respondents expressed they were aware that their view of the organization gradually 
contained more negative elements in the 2"  ^and 3* interview than their initial 
communication in the first research interview. They attributed this to now having 
direct access to information about the organization and also due to first-hand 
experiences which they can now refer to, resulting in a more realistic picture. What 
follows is the presentation of each theme, starting from the most salient to the least, 
defining their meaning and describing them in terms of the participants’ narrated 
experience.
7.6.1.1 Integration within the organization remains to take priority in the 
respondents’ agenda. They seem to become more conscious of this process as they 
are now more knowledgeable and comfortable with their work role and therefore 
need to exert less energy and concentration in executing their responsibilities. One 
manager explains:
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“Pm getting to know more people and that could be because Pve 
been with the company for a year now and although my focus is on 
the business still, as things start falling into place within the 
business, perhaps you can open your eyes a bit wider to kind of the 
bigger picture” (Brenda).
So they can focus more on learning about the organization structure and its modus 
operandi and how they can fit better into the organization. Participants consider this 
integration to be important both at a one-to-one level with their colleagues and 
superiors, and also at a team and organizational level.
This theme has been subdivided into three subthemes, namely: Getting a realistic 
picture of the organization; developing a social/organizational identity; and, 
managing relationships. Each of these subthemes is elaborated below.
a. Getting a realistic picture: Gaining first-hand experience serves to confirm their 
preconceptions, as noted by one of the managers: “My impressions (of the 
organization) got better, erm, good sales, company is developing, the brand is 
developing... It's a stable growing company” (Pam). Participants also acknowledge 
that the initial impression of the organization was not necessarily an accurate 
representation of what it actually is: “Everything was quite like sunny in the garden” 
(Peter). They realise that they now have a more balanced view and that their early 
enthusiasm has worn off:
“It was a complete honeymoon period about a year ago where 
everything was lovely and everything was wonderful, erm, and 
now, not everything is so good, but I’ve had good and bad 
experiences that have been resolved, you know, well or not quite so 
well and so I feel like I have a better general view. I’m not like, Tm 
not madly in love with the school anymore which is fine because 
it’s completely part of the development. I prefer seeing it with all 
its good and its bad rather than just having this excited puppy view 
of it that I had at the beginning” (Kate).
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So employees now have the chance to leam more about the organization directly but 
also have the opportunity to check on the validity of their previously acquired 
information. A teacher participant talks about this process:
“I think at the beginning, because I was new, the department tried 
quite hard to kind of make it, you know, to be a bit more positive. But 
now, obviously, it’s a few months later and I know them all much 
better. I know, kind of, you know, who feels negative about certain 
things, or you know, the department or what’s going on...” (Kim).
They feel that they are now in a position to pass their own judgement on the 
presented situations rather than accept their colleagues’ views at face value. For 
instance, one of the teachers discussed the work distribution in her department, 
saying: “I don’t think it’s the new people’s fault. I think it’s like the middle 
management in the school like the Head of Department, that just not, yeah, they 
don’t manage things very well” (Sarah).
Employees generally try to preserve their optimistic portrayal of the employing 
organization so the discovery of negative aspects is put into perspective with all the 
other more positive factors: “Tm starting to discover the cracks behind the fresh coat 
of paint... but I’m still very, very pleased and very proud to be part of this” (Ruth).
In defending his employing organization, one manager argues as follows: “I know
that there are an awful lot of people who have worked fo r  (name of
organization) for an awfully long time, you know? So there obviously are an awfully 
lot of positives that the company has!” (Brian).
As time goes by, employees also assess the pros and cons of the organization’s 
facets, as illustrated by this manager’s evaluation: “It is a corporate company which 
is a positive aspect because it is a large stable organization in a turbulent time and it 
is still expanding while other businesses are struggling but with that come other 
aspects. It misses that personal feel” (Keith). He talked about how he missed the 
close contact and one-to-one communication that smaller organizations can afford 
but which he was ready to give up when weighed against other benefits such as job 
security.
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Although in getting a more realistic picture of the organization, employee 
perceptions generally become more negative, there are also positive factors that are 
discovered. For instance, one of the teachers was somewhat delighted to leam the 
following:
“I didn’t really realise this until recently but it seems like this is a 
sort of school that a lot of people really want to work at. So 
recently I’ve been feeling quite privileged, I suppose, that I got the 
job in the first place, because at the time, only two of us went to the 
interview, and I just sort of thought that it was just a choice 
between me and her but I don’t know how many applied. But from 
what I gather, you know, from the people resigning and talking to 
you and other members of staff, it really does seem like quite a 
special thing, almost, to have been chosen for the job” (Angie).
Employees realise that as they get to know the organization better, they have to 
decide whether they can continue to fit within it, particularly as they recognize that it 
is not essentially the same as when they initiated their employment. One manager 
explains this process:
“I think in the last year, so much has changed, erm, and literally 
you have to be moving with those changes and you have got to be 
on board with it, erm, but everything that I have seen happening in 
the last year is for the better. And I think that I’ve seen a change in 
a lot of managers, literally, to put on the phrase, they’re either on 
the bus or they’re not” (Neville).
Such a realisation enhances one’s desire to be part of the organization. This 
conscious decision also makes it easier to embrace organizational change rather than 
resist it: “I like where we’re going and there are some changes happening in the 
department that, erm. I’m really excited about being a part o f ’ (Kate). This last quote 
shows that such knowledge also facilitates the development of an organizational 
identity as the individual feels part of the group.
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b. Developing a social/organizational identity: Respondents express their 
satisfaction from being part of an organization which is performing well, as 
expressed by one of the managers: “It’s good to be part of a successful brand and 
company, which is kind of growing month on month, year on year” (Brenda). 
Another manager compared it to other organizations within the sector:
“I’ve worked for several different companies and this is a company 
that is focussed, after strong brands, erm, you know, wants to grow 
and develop the brands, erm, so you know, it’s a good company to 
work for. There’s a lot of companies out there who are quite static 
so it’s good to work for a company that is moving forward” (John).
The participants who intend to stay in the organization have by now developed a 
sense of belonging in the group: “I think we’ve got a fantastic team. I’m, kind of, 
becoming more established within that team” (Neville). They have achieved this 
both through proactive engagement with the other members but also through being 
responsive to their colleagues’ endeavours:
“I really feel part of it now. I’ve been getting involved in a lot of 
things which I think has helped and now I feel that a lot of people, 
most people know who I am now, and, you know, they come and 
sort of ask me about my work and you know, sort of, I feel a lot 
more part of the whole system, erm, much more than I did at the 
beginning” (Angie).
They have also taken initiative by becoming involved with various activities in their 
organization and beyond, which is not necessarily related directly to their assigned 
role or their department. One of the teachers described her contribution which has 
helped her to establish herself as part of the organization:
“I represent my department at a borough-wide meeting where, you 
know, I come in with some ideas that are from me and from my 
department and things that are now building across the borough 
that I am a part of, and that, and I’m feeling increasingly 
comfortable representing my school and, you know, representing
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my department and my profession. It feels like I’m not new 
anymore” (Kim).
Developing a sense of group identity facilitates the workload: “We all pull together 
as a team” (Brenda). However, one manager points out that this need to draw closer 
to the rest of the work group is not necessarily a voluntary process but might be a 
forced action due to the presented pressure at work:
“You only feel like part of a family because of that kind of bunker 
mentality that the soldiers at war experience where you group 
together because you feel attacked at the same time. So a family is 
created, but it is created more for negative reasons than for positive 
reasons and that’s why, we do have a very strong team and in my 
district we are very supportive of each other but it’s because we 
realise that if we do not support each other, nobody else is going to 
support us” (Keith).
Employees develop a sense of organizational identity through getting to know their 
colleagues on an individual level. As a result, their loyalty is sustained through the 
built up of these personal relationships: “I love working at the school. I love being a 
teacher there. I love being part of the staff. I feel a commitment, not a commitment 
because it’s like work, I feel a loyalty towards the staff and the pupils” (May). Thus 
these relationships become crucial to how they perceive their employment.
c. Managing relationships: Participants admit that building relationships at work is 
vital, both socially and in terms of performing their job well. Its success is used as a 
gauge to measure their satisfaction on the job: “I really enjoyed last year. I was 
incredibly busy and I don’t know where the year went but I made good bonds” 
(Patrick). It is also considered as a determining factor in their intention to stay on the 
job:
“I think personally, for me, who I work with is very important. So, 
you know, as long as I feel that, that I get on very well, you know, 
with the other, with the rest of the team and I enjoy their company.
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I think that would be a big thing that would make me stay”
(Sandy).
For some individuals, building relationships is an easy process and something they 
are enthusiastic about: “just getting to know my team and bonding with them, erm, 
and working with such a great contrast of people would definitely be my positive” 
(Jill). Others realise that it is an essential and implicit part of the organizational 
culture. In justifying a recent redundancy of one of her colleagues, a teacher 
explained how lack of participation in activities “apart from what your contract says” 
was interpreted as a lack of commitment:
“this school does culture a certain sense of friendship and loyalties and 
interaction, and I think if you just do your job and you go home, and you’re 
not part of it in a wider sense, it’s harder to fit in” (May).
Participants pointed out that they have now built good relationships with their 
managers, colleagues and service users “on a professional and personal level as well” 
(Jill). This makes them more comfortable within the organization as they feel 
accepted and acknowledged: “the longer you get to know people, the more you get to 
leam about them and you get more of a trust building up so it’s quite good for me” 
(Brian). Building relationships also helps the new employees to establish themselves 
better within the organization: “I’ve had an experience or another with all of the key 
people and it’s like I’m no longer new” (Kate).
Whether a work relationship is sufficiently maintained is gauged by two factors, 
namely, the level of continued support and the amount of communication present. 
Employees appreciate the availability of people around them who help them in their 
assigned roles: “it’s quite easy to phone another manager who is doing all right in a 
certain area and sort of pick their brains and, you know, get support that way” 
(Patrick). These two elements, support and communication are determinant factors 
to the employees’ intention to stay. Indeed, both managers leaving the organization 
spoke about their deteriorating relationships with their superiors:
“All I wanted was a bit of back up and a bit of support from the 
company... That's all I needed... He's (the support manager) been
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impossible to track down and impossible to speak to, erm, not 
returning calls and things like that” (Peter).
“I didn’t feel I was getting any support at all from my direct line 
manager or from the company as a whole. I was feeling, sort of, 
very demoralised about the whole situation. Erm, and I just needed 
really to get out of there” (Jack).
Whilst initially employees seek to get to know as much people in the organization as 
possible, they increasingly become selective in choosing which relationships to 
invest their time and energy in:
“I am starting to understand the structure a little bit better... it’s a 
little bit selfish actually but I’m starting to map out who I want to put 
more effort into making relationship with, in terms of the hierarchy, 
and in general where I want my career to go and also, to be honest, 
balancing work and my own life, and, you know, there has to be a 
priority and, yes, some relationships I can’t give that much time to, 
to be honest” (May).
So as employees become more acquainted with their job demands and the relevant 
contact personnel, they map out and try to build a network of support and 
communication that facilitates their performance. They will then work at 
maintaining these relationships.
7.6.1.2 Focus on career progression becomes more prominent in the second six 
months of employment. Participants explain that in the first months they centre their 
focus on how they can most effectively contribute to the organization and it is 
assumed and accepted that any training received would address this cause. However, 
once they perceive themselves to have mastered their assigned role, they turn their 
attention to how they can further their own professional development, whether their 
employer gives importance to this matter and also if there really was possibility of 
progression in the organization. This perception greatly affects the employment 
relationship, as expressed by a teacher participant who was refused to attend a
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training seminar which was not necessarily directly related to her work: “In terms of 
professional development, it’s a personal thing and I felt that if the school wasn't 
gonna invest in me, then I wasn’t perhaps gonna invest in them” (Sarah). Such 
reasoning also shows that this factor serves as a measure to sustain a balance in the 
exchange of the employment relationship which is presented in the next theme.
This theme is divided into three sub-themes, namely: tangible development 
opportunities; control over career development; and, concrete career plan within the 
organization. Each of these subthemes are now expanded and supported by the 
participants’ expressed views.
a. Tangible development opportunities: Employees can gain direct knowledge of 
what concrete development openings are available to them. This information serves 
to confirm or disconfirm their preconceptions attained during the selection process 
and in their first months of employment, resulting in a more realistic picture. 
Consequently their perceptions can become more or less positive. For instance, 
some of the participants were amazed by the presented prospects, saying:
“To be honest with you, I think, I mean from what I’ve known 
about the organization in the last few months regarding my 
expansion plans and stuff like that. I’m staying put because I’m 
chuffed with it. I think the opportunities at the moment are endless 
so, yeah. I’m looking forward to the next mile, to my whole career 
really w ith  (name of company)” (Neville).
“this job takes me places and my professional development is 
taking me places that I couldn’t even have imagined myself today 
about six months ago” (Kate).
“I’d just say the opportunity is there. It’s a great opportunity, to 
move round and to move up into the company, whether you want it 
to be in Human Resources, or Regional Business Manager, I think 
it’s great. You get the support and the training” (Brian).
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On the other hand, employees can be very disappointed when they realise that their 
preconceptions are not upheld. Employees feel disillusioned as they have to adapt 
their view of what prospects are available. For instance, the teacher who was soon 
moving to another job explained: “It’s a really lovely school and it is a good place to 
go if you just, if you’re not really bothered about progression in your career and 
you’re quite laid back” (Angie). As an example, she found it very frustrating to be 
surrounded by colleagues who were not motivated to engage in activities outside the 
classroom with their students.
Another teacher discovered that what she had considered to be a positive factor, low 
employee turnover, was not in her favour as it meant that it was less likely that she 
would get to work in areas she most wanted to. Her topics of interest had been taken 
up by more senior members who were very territorial and would not allow her to be 
trained in them. Also, one of the managers, found out that her years of service 
outside the employing organization were not recognized, even if in the same field, 
and consequently felt disadvantaged and frustrated. Although she was being 
acknowledged by the organization for her performance in her present role, she felt 
that the organization was letting her down by impeding her from progressing in areas 
that she felt capable of and was interested in. This argument ties in with the 
following sub-theme.
b. Control over career development: Employees want to be in charge of their career 
progression and manage it themselves rather than having choices made by their 
employer for them:
“As a teacher I am making decisions and then if there is the space 
here for me to grow in that direction then, then I’d love to stay here 
and go in that direction. If there isn’t, then, I may have to consider 
moving on at some point but I’m very happy to make my way up to 
that point here, as long as they’ve got spaces in the direction which 
I want to go, as long as it can happen here I am very happy to stay 
here” (Ruth).
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They have their own aspirations prior to joining the organization, which continue to 
develop during their first months of employment and hope to pursue throughout their 
career: “There has been some funding available so the school is offering me a 
Masters which I can do for free. That is great because Fve been looking for such an 
opportunity” (May). So development opportunities offered by the organization need 
to be aligned with those desired by the employee. One teacher compared the training 
offered by her employing organization with others: “Because they have their own in- 
house training programme here, they don’t expect you to have any extra training but 
other schools let you tailor your professional development and choose which training 
you think you need” (Sarah). So the development opportunities offered by the 
employer are not necessarily appreciated and taken on board by the employee:
“I do think I will get the rewards (if I work hard) but not 
necessarily the ones that I want. I think it will be very easy to give 
someone a promotion and, you know, make them believe that it 
was for them when they had a totally different career path which I 
sometimes don’t feel great allegiance to the organization because 
I’m not sure that, you know, they are concerned with the direction I 
want to go in... I think it's just a case of them not being, staying in 
track now for what I want” (Ann).
This effects whether they can see themselves remaining with the organization in 
longer term, as expressed by one of the teachers who felt that she had the space to 
develop herself in the areas she wished to:
“In the department they are very supportive so as long as that 
continues and I felt like I had the scope to develop as much as I can 
and perhaps try new things and take on new responsibilities at the 
pace that I’m ready for then, that, you know, I wouldn’t consider 
leaving” (Kim).
Employees set a target time plan to execute their desired progression. One teacher 
participant shared hers:
“I would like to stay here for probably, possibly three or four years 
and then if there is scope for promotion, I mean, moving on
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professionally then F 11 stay but if there wasn’t then Fd have to start 
thinking about my options” (May).
If there is space for the employees’ desired career progression to be communicated 
with their employer and they perceive it to be taken into consideration and acted on, 
it is more likely that they will remain in the organization. It also enhances their 
positive perception of the employment relationship.
c. Concrete career plan within the organization: Once employees become aware of 
what development opportunities are offered by their employing organization and 
they relate them to their desired career development, they seek to concretize their 
aspirations into planned action. They greatly appreciate the employer’s contribution 
in this process: "I’m getting the help I need to map out where I want to go next in my 
career and that’s fantastic!” (Kate). This assistance is otherwise greatly missed out if 
not available: “If I had clear timelines of how I can progress in my career, to do 
something beyond working in this pub, perhaps move to a bigger pub, that would 
help” (Keith).
Employees seek continuity between what their present experiences and future ones. 
Thus they need to know of the concrete opportunities for their career development to 
happen:
“it would be really nice to have a very clear career path and at the 
moment what will happen is they’ll start to talk to me about what I 
do want to do in the future... but in a way, it almost feels like a bit 
of a useless exercise because what it doesn’t, it might not really 
matter what I wanted, it probably won’t happen and that’s a bit 
frustrating” (Kim).
Indeed, this was a main reason for one of the two managers’ decision to move on to 
another organization: “I couldn’t see what future I could have in the company 
because the progression to any other role seemed to take an exceptionally long time” 
(Jack). He found it very demotivating to feel like there was not enough attention to 
his personal growth.
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7.6.1.3 Attaining a balance both within their employment and also in relation to 
other non-work roles becomes essential at this stage. Participants admit that the 
excessive amount of time and energy that they dedicated to their work role in the first 
six months could not be sustained in longer term. One of the managers expressed: “I 
entirely lost out my first three or four months of my son’s life really because I was 
always at work which I was happy to do if it was a short term arrangement but it 
never felt that that was the case” (Peter). Responsibility is placed on the employing 
organization to take action and allow for this balance to happen. As one manager 
explained:
“my average work over the last few weeks, my average number of 
hours in a week was a hundred and four, which I’m happy to do 
and I’m happy to spend that time in the business but I wasn’t 
getting the support and I wasn’t getting the back up that would 
allow me to eventually start taking steps back from the business 
once I’ve established it” (Jack).
So although this initial investment is justified and generally perceived as necessary, 
participants believe that it was now time for their work role to become less salient 
and to re-establish equilibrium with their other life interests. This theme has been 
divided into two sub-themes, namely: balance in the employment relationship; and, 
work-life balance.
a. A balance in the employment relationship: Participants consider the employment 
relationship to work well if they perceive that there is a balanced exchange between 
what they give to the organization and what they get in return: “the more you give, 
the better rewards you’ll get” (Brian). This is considered to be the expected norm. If 
this balance is believed to remain maintained, then the employment relationship is 
perceived to be positive: “I think if you put the effort in, the company will look after 
you... With the development of the brand. I'm sure if I, if something comes up that 
I'm interested in, I will be considered for the position” (John). The respondents are 
ready to give their utmost to their work role if they perceive that what they receive 
back from the organization balances their output: “Give it 100% effort and you get
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your rewards from it. I feel very much like that. If you do a good job, you do get the 
pat on the back, you do get the rewards” (Patrick).
Respondents claim that they compare their employment deal not only in terms of 
their own gives and takes but also in relation to their colleagues’ deals. They need to 
perceive that justice is taking place when judging whether their exchange 
relationship is balanced or not. For instance, one teacher explained how she 
considered a colleague’s promotion to be an outcome that she did not necessarily 
deserve: “I do believe that if you work hard, you reap rewards but I also believe that 
there are a few individuals within the organization that easily slip through the net as 
it were” (Ann). This issue has made her sceptical about the allocation of rewards in 
her organization though she does not consider this issue to be central enough for her 
to consider leaving as she accepts this practise as being common in organizations.
As another teacher stated: “It used to frustrate me that certain individuals may be not 
putting in 100% but were getting promotions and things like that... I’m just taking it 
as part of the job really” (Angie).
However, such perceptions might become a motivating factor to seek alternative 
employment. For example, a teacher respondent who decided to start looking for 
another job around the six-month mark, clarified how she arrived to that conclusion: 
“I think it’s when I realised that I was starting to do, I felt like I was doing possibly 
more work, even than the head of the department and yet I was being paid half the 
wage” (Sarah). This sense of imbalance led two of the managers from Study 1 to 
leave the organization. One of them described his employment relationship as 
follows:
“I felt that it was a biased relationship, so they expected more from 
me but in return I got very little from them... and that just seemed a 
bit unfair to me... There has to be a two-way care and trust, and that 
never really seemed to be there. It was always, you know, you 
have to do this, this, this and this and in return, all we’ll give you is 
what is in your contract” (Peter).
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Employees accept giving more than what is explicitly spelled out in the contract 
terms. However, likewise they expect the employer to be lenient and generous in 
return. For instance, one manager articulated how the exchange was better than 
anticipated: “It’s much better than I expected, yeah, I mean, you know, obviously I 
work really hard, with my team around me but the recognition I got for that in the 
last year, I mean, you know, last month I won an award... I didn’t expect to get that 
in the first year” (Neville). Such situations bring about a positive perception of the 
employment relationship and also encourage the employees to give their contribution 
further.
b. Work-life balance: Respondents make reference to their work and non-work roles, 
speaking about them simultaneously and also acknowledging the effect of one aspect 
on the other. The following two participants’ statements are testament to this: “I’m 
very content with my personal life and work life. I enjoy coming to work” (John) 
and “I’m extremely happy with everything in my life at the moment. You know, my 
wife is happy, my kids are happy... I’m happy with my career, with my Manager, so 
that’s great!” (Mike).
Employees in their first months of employment become engrossed in their new role, 
eagerly taking on their assigned responsibilities, working odd hours to try and excel 
in their work. However, they eventually realise that a balance needs to be restored in 
order to remain effective. One of the managers spoke about her realisation that she 
needed to adjust her work schedule:
“I can’t go on working all the hours I’ve been working. So at some 
point I’m gonna have to say ‘Right, I need to leave. Look at my 
life’. I decide what I’m gonna work and what I’m not gonna work 
and re-evaluate it that way” (Sandy).
One teacher participant, who managed to achieve this balance, described its benefit: 
“Before I was very work-oriented, I used to work Saturdays,
Sundays. Now what I do is I say to myself ‘I’m only gonna work 
Saturday’ and Sundays, like, my day, just to relax, and it yielded
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that, I feel better at work. Fm not stressed out and I know when to 
say ‘that is good enough now, stop!’ ” (Kate).
Once the novelty wears off and they get accustomed to their job’s demands, they 
become aware of what they are missing out in other areas of their life. One 
participant said:
“I love being a teacher and I think, I still believe that it’s the best 
job in the world but Fm also a wife, Fm also an aunt, Fm also 
"me" outside being a teacher and that’s ok... Fm learning to walk 
away from stuff’ (Kim).
Furthermore, a particular aspect that stands out is the need to adequately fulfil the 
participants’ parenting role, where relevant, as one of the teachers explained:
“I am trying to prioritise a little bit and I am trying to balance 
things a bit better. So for example, before, my children were in 
afterschool club five days a week, so I would pick them up on 
average at six, so, erm, for the last term Fve made the commitment 
that I will pick them up on Thursdays and Fridays so they only stay 
in three days a week. Erm, for me that’s been a major change, you 
know, shifting my priorities a little bit and my focus has made me 
happier... I feel like Fm giving time to both now” (May)
Balancing family life with work commitments is a common concern brought up by 
respondents. As mentioned earlier, one aspect seems to affect the other. One of the 
managers changed her work location, as suggested by her superior, to move nearer to 
her home so she could better care for her child. She can now manage both roles 
better and took her manager’s proposal as a sign of care, thus leaving a positive 
effect on the employment relationship.
7.6.1.4 Confidence in one’s role is an important element in the employees’ 
assessment of their employment relationship. They need to feel that they are 
sufficiently fulfilling their commitments, by giving their share effectively and 
efficiently in exchange to the rewards they receive. Their perceived confidence is
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attained through explicit outcome (such as positive business results or students’ exam 
performance) and also through communication and affirmation by their superiors. 
This theme has been divided into three sub-themes, namely: self-efficacy; job 
satisfaction; and, recognition of one’s contribution.
a. Self-efficacy: Participants need to know that their efforts are reaping the fruit that 
they desire and that they consider to be expected from them by the organization.
They evaluate their progress to check if these aims are reached:
‘T am now much more autonomous in conducting my role.
Whereas before I had to meet my manager every week and receive 
instructions on how to perform my role constantly, I am now left to 
do it alone more and only need to meet my manager once a month”
This process of evaluation and affirmation is described as follows: “I think this is 
what happens. This is what the story is all about really. It’s realising that, ‘Yes I am 
able to this and yes I am doing this well’ ” (Kate).
One way of confirming their effectiveness is through the results obtained directly 
from their contribution. Here are some examples from the participants’ experiences: 
“The most positive thing is seeing the business grow, and then beat 
budget and you know, make extra profit. Erm, so that kind of 
reinforces hopefully that I’m doing a good job” (John).
“I’d say my confidence has grown because I used to think ‘Oh the 
kids aren’t learning much’ but now I’ve seen that, you know, 
looking back over their books, you know, based on their 
contribution to discussion. I’ve seen that, ok, maybe some of what 
I’m teaching them has actually sunk in” (Ann).
“Sometimes I get a bit like ‘Am I?’ you know, ‘are these kids 
learning anything?’ but when the levels come out, or when they go 
and do a paper independently, and you see what they come up with.
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then you realise that some of what you’re teaching is going in”
(Ruth).
Apart from feeling capable in their role, employees’ self-efficacy is also enhanced by 
perceiving themselves to become more knowledgeable about how the organization 
functions:
“I have gained a much better understanding of how the company 
works and what is expected. So before you used to end up with a 
list of 20 things to do, all competing for my attention and feeling 
bombarded with information from my manager, while now I would 
have given it to him first. For instance this morning, I spent a 
whole hour writing up a detailed email with information that I 
know my manager would need to know, so the fact that I would 
have given in this information means that he will not ask for it from 
me. I am managing the paperwork better knowing what is required 
so I have much more control about what needs to get done” (Mike).
Employees need to feel that the assigned responsibilities are within their capability 
and not beyond them. If not, they end up feeling that the employment relationship 
cannot function and eventually disengage and seek alternative employment. One of 
the managers who eventually left the organization expressed this frustration:
“I want possible targets and I want things that they can happen 
because if people ask you the impossible within the time frame and 
with the people that you actually have, the man power that you 
have, then you obviously, you can never deliver any more than 
what you can actually do. I cannot perform miracles. I don’t 
perform miracles” (Jack).
This manager communicated how feeling a lack of self-efficacy has led to job 
dissatisfaction. He stated that he was seriously considering leaving the organization, 
which he eventually did.
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b, Job satisfaction: Employees’ confidence in their role is also affected by their job 
satisfaction and they monitor their employment in terms of how content they are 
within their role. It is one of the main yardsticks by which they measure their 
intention to stay or leave an organization: “(The most important aspects of my job 
are) the people, I’d probably say, and job satisfaction to actually come back from a 
week of work and actually feel that I’ve achieved something. If I didn’t feel that 
anymore, then I’d start to look for another job” (Jill). The confidence attained from 
perceiving themselves to be doing a good job results in increased job satisfaction.
Past work experiences shape the employees’ perception of their expected job 
satisfaction. Consequently their existing job satisfaction level is weighed against 
their previous roles in other organizations:
“It’s expanding, it’s very varied, I feel very passionate about it, 
erm, and I was never really passionate about what I did before.
You know, I just enjoy the feeling about it. I enjoy the fact that 
every single day I get at work, I can make a change. I can make an 
influence” (Pam).
One of the teachers talked about the incongruence between what she envisaged the 
job to be and what it presented itself to be:
“It’s a little less stressful (than the initial months) and I’m finding 
it, yeah I’m finding it more manageable basically but it’s still not 
100%. It’s not what I envisioned my job to be, so, yeah... I still 
expected more return maybe, in terms of satisfaction” (Ann).
In spite of this, she was hoping that her job satisfaction would continue to improve 
once she becomes more confident on the job: “It’s challenging but I don’t not enjoy 
it. Sometimes it gets just a bit stressful but there are too many positives to go. The 
positives really outweigh the negatives” (Ann). This somewhat links to the first 
theme where employees, as much as possible, try to maintain a positive perception of 
the organization and what it offers them.
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c. Recognition of one’s contribution: One of the ways through which employees 
become confident in their role is through the acknowledgement expressed by their 
colleagues and superiors, such as “getting a pat on my back from my Manager” 
(Neville). They appreciate others’ feedback on their performance: “The people 
around me have a very good perception of how I’m doing. They just seem to make 
very positive comments about me. They all say to me, ‘you’re being too hard on 
yourself, you’re doing great, you’re doing brilliantly!’ ” (May). Participants 
articulate that they enjoy receiving such comments which make them aware of how 
confident they are becoming: “I haven’t been ignored. I haven’t been undermined, 
and for me that’s a positive. It’s been really nice actually to hear how well I’ve been 
doing. I’ve had a lot of feedback in respect to that, yeah” (Angie).
Respondents contend that recognition does not necessarily have to be a pay rise but 
can take different forms:
“whenever I do well at something or our site does well at 
something, you get recognition there. Erm, you know, sometimes, 
you know, it’s back to basics. It’s not only about money, it’s not 
about money and things like that. It’s just a reward and recognition 
of saying ‘well done’ and ‘thank you’ and that goes an awfully long 
way” (Mike).
However, both financial rewards and recognition through promotion are considered 
to give them a confidence boost:
“(What might ensure that I would stay is) possibly promotion or 
some sort of responsibility part. That would definitely encourage 
me to stay. So the idea that all my hard work has been, you know, 
taken into account and the confidence, you know, that I can handle 
the job” (Ann).
Thus the outcome from recognition is two-fold. First of all, the employees’ 
confidence in their role is enhanced through the received feedback. Secondly, their 
confidence is boosted through the knowledge that their employer is aware of their 
capabilities.
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In summary, interview accounts show that participants are mostly concerned about 
their integration within the organization. They attain a more realistic picture of the 
organization through firsthand experiences and encounters, and through this time, 
develop an organizational identity with this new social group. Professional 
progression becomes salient as respondents expressed that they now want explicit 
development opportunities and a concrete career plan. Furthermore, they expect a 
balance to be attained with regards to their employment relationship, both in terms of 
their contributions against inducements and work-life balance. The employment 
relationship is perceived positively if the employees feel confident in their role, 
achieved through self-evaluation and feedback. The analysis of the second data 
collection method used in this study, that is, the diary study is presented in the next 
section.
7.6.2 Outcome from the Diary Study
The respondents regarded the five working days in which the diary forms were 
completed to generally reflect a characteristic working week. One respondent said, 
“It was (a typical 5 days) in that a lot of different things happened. Fm not super- 
fresh or overly tired” (Sandy).
The participants’ recorded events were summarized into two main themes, namely; 
Generic events and Maintaining a positive perception. Each of these themes is 
presented below, using quote excerpts from the respondents’ diaries to substantiate 
this outcome.
7.6.2.1 Generic events are reported which do not necessarily arouse a strong 
emotional response, particularly when compared to the first diary study (presented in 
Study 1). Daily happenings are recounted as incidents that drew their attention and 
confirmed their confidence in their job. The recounted issues were not interpreted in 
terms of their personal ability or contribution but rather present accounts of generic 
matters and their reaction to them. Both work-related and non work-related events 
were included in this set of diary entries.
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Communication between management and staff is a salient issue constantly brought 
up by the respondents. For example, a teacher participant got really “frustrated” as a 
result of “a rushed announcement that sports day wasn’t going ahead.” She reported 
this incident as follows:
“Uncertainty as to whether sports day was going ahead or not (did I 
or didn’t I have to teach my afternoon lessons). Senior 
management did not tell us until 5 minutes before the lesson 
started. I like to be prepared for my lessons but I had no time...
(They’re) useless at making decisions” (Sarah).
In spite of this disruption, she considered her day to be “ok”, even if she could not 
deliver her lessons effectively: “With 2 of my 3 lessons I kind of gave up teaching. 
The kids were all over the place as they thought it was sports day so I let them watch 
a science film. My last class was good though.” She did not attribute her lack of 
controlling the class in the first 2 lessons to her inability but rather to the presented 
situation.
Likewise, another teacher’s confrontation with some pupils triggered negative 
emotions in an otherwise positive day (in terms of emotional state). She reported 
that:
“Two boys in a Year 11 lesson during which they were supposed to 
be working in exam condition were disruptive in a “let’s see how 
far we can push miss today” kind of way... This is behaviour 
usually reserved for new members of staff or cover teachers”
(Kate).
Upon reflection, the teacher realised that this occurrence made her aware that she 
now considers herself to be an established member of staff. She felt proud that she 
could handle the situation, even if she found it difficult: “It’s perfectly normal, of 
course... I know it’s not a big deal, but it was frustrating nonetheless and there’s not 
enough ‘it’s perfectly normal’ in the world to make it ok to feel powerless.” Her 
confidence increased as later on in the week she was asked to observe and give
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feedback to a newly recruited teacher. She appreciated being trusted by senior staff 
to take on this role.
The employees become cynical about the number of meetings they have to attend 
and the amount of correspondence they must go through. While in the first months 
such interactions were considered as opportunities to learn more about the 
organization and their role, they are no longer considered necessary and can even be 
viewed as time-wasting. These can arouse negative emotions and affect their 
perception of the employment relationship. For instance, one of the teachers was 
very upset and annoyed about receiving just two days’ notice for a meeting after 
school hours. She expressed that “sometimes people don’t appreciate circumstances” 
(May) particularly since she had to rearrange childcare at short notice. As there was 
already a scheduled meeting on another afternoon that same week, she ended up 
feeling “overwhelmed” with the workload.
Another participant, one of the managers, who described herself as feeling 
“comfortable, optimistic and relaxed” much of the day, gives this explanation in one 
of her diary entries:
“I felt a bit unmotivated and lethargic as I had to travel quite a long 
way for a meeting which only lasted 25 minutes and didn’t actually 
tell me anything new! ...The matter was very important, however I 
did not come away with any more information than when I went”
(Jill).
While she was waiting for the meeting, she learnt about another matter that did not 
involve her at all but which made her feel very sad and concerned. This and similar 
reported incidents suggest that as the novelty of their employment wears off and the 
job falls into perspective with their interests and commitments, they can afford time 
and energy to focus on other issues. Such incidents also indicate the fact that the 
employees no longer question their competence by the 12th month and become 
confident about their ability to process information and use it sufficiently well.
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Participants’ most salient events also related to non work-related issues. For 
instance, one of the teachers, Sandy, recounted her anxiety about the type of care that 
is being provided for her horse at the stables. In one of the earlier interviews, she 
had spoken about the fact that her workload was impeding her from giving her 
injured horse the attention she desired. However she now reported that she is finding 
time to visit the stables twice a day, in the morning and evening, to check on its well­
being. Another teacher, Angie, expressed how after following news footage of a 
local shooting rampage in the morning, it put her “into a bad mood” and made her 
feel “tense, sad and angry” much of her day. However this emotion was coupled up 
with enthusiasm and optimism throughout her working day. Another entry by Ruth 
described how the participant’s car breakdown before work made her feel 
“miserable” and “worried” much of the time as she “had to sort that out whilst 
teaching a full day.” Although this incident was a “bad start” to her day, she did not 
question her ability to perform her work duties effectively.
7.6.2.2 Maintaining a positive perception of themselves and the organization 
continues to feature as a salient matter. However the centrality of this analysis 
changes from questioning one’s ability to perform the assigned role to confirming it. 
Any form of feedback serves to uphold a positive image of their self-efficacy.
For instance, one of the managers recounted how “happy, proud and relieved” she 
was when her team members reported that they were able to reach the deadlines she 
imposed on them. This result meant that she could complete her own deadlines set 
out by her superiors and her boss recognized her efforts in her end of year appraisal, 
expressing that he was satisfied with her progress. Furthermore she felt appreciated 
and valued when her success was referred to by her boss, during an after-work social 
event:
“The team went out for dinner in the evening and my boss thanked 
us all individually... (which) was very unexpected and nice. My 
boss just said a few words about each of us and thanked us for our 
hard work... (I) called my husband and let him know” (Jill).
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Similarly, a participant teacher, Kate, was “elated” when she was given the ‘Best 
teacher award’ by her students. She became aware that she received this honour 
before some of the other teachers who had been in the school for several years before 
and felt a bit embarrassed but enjoyed the attention all the same. Later on that week, 
one of the students baked a cake and brought it in for her which made her realise that 
she “was quite important to some of the kids’ lives.” Such forms of recognition 
reinforce both the employees’ choice of profession and the organization they form 
part of.
Furthermore, the employees expect to “normalise” their workload by now, bringing it 
down to a more manageable and realistic amount, as already pointed out in the semi­
structured interview results. This was highlighted well by one of the teachers in her 
diary entry:
“The pupils in my lower sixth class were working on their survey.
They were all giving it 100% and I was there only to support.
Although I wasn’t feeding them knowledge, a lot of learning was 
going on. It’s supposed to be a 20%-80% split in the work and I’m 
finally doing 20 while the kids are doing 80! Instead of the other 
way around” (Kim)
Participants’ examination of work situations moves from checking whether they fit in 
the organization to evaluating the operational system, thus externalizing the 
encountered situation. For example, a teacher reported how a social meeting with 
colleagues after work served to confirm that the organization offered a positive 
working environment. It triggered feelings of calmness and serenity which led her to 
express that her “department gels well. It was nice to see everyone happy and 
relaxed” (Fiona). In contrast, such events were previously reported to be perceived 
as tinted with uneasiness and doubt at the 3-month time point, as to whether the new 
employees would be able to fit in with the rest of the social group.
In another instance, one of the teachers was grateful for a training day which allowed 
time to test out games and activities that could be used in class. She appreciated the 
opportunity to widen the range of tools available and points out: “This was an
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interesting and fun way to develop my practice and give my ideas. It was generally 
quite a positive day though there were times I was bored and wanted to be teaching 
instead” (Ann). This indicates that she perceives herself as a valid contribution to the 
staff complement and confident in her role which contrasts with earlier time points 
where she repeatedly expressed her doubt on her ability and integration with the 
school.
In summary, the diary study shows that participants seem to have become 
sufficiently acquainted with their role and the organization. They report generic 
events which did not necessarily centre round matters that affected them directly. 
Furthermore, it is evident that they strive to uphold a positive view of the 
organization, their job and their competence.
The presentation of the results through the description of themes, both for the 
interviews and the diary study, aimed at capturing the participant’s experiences 
through the analysis of their account. These results were subjected to interpretation 
in relation to previous research on psychological contracting and identity, which is 
presented in the next section.
7.7 Discussion
The main themes derived from the analysis of the interview data collected at 6 and 
12 months from initiation of employment were: Integration within the organization 
(which was also the most salient theme in Study 1); Focus on career development 
(that was referred to in Study 1 as a subtheme but is more prominent here); Attaining 
a balance of the exchange within the employment relationship and in one’s 
work/non-work roles; and Confidence in one’s role. The diary events recorded at 
these two time points indicate that the participants put less focus on themselves in 
their recounted salient occurrences whilst striving to maintain a positive perception 
of their employment. On the whole, these findings show that while sustaining one’s 
organizational identity remains important, employees put more focus on fulfilling 
their personal identity needs through their psychological contract. The research 
outcome is discussed below in relation to the reviewed literature and the overall 
research questions of this thesis.
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7.7.1 Identity fulfilment through the Psychological Contract
The developmental nature of identity processes indicates that individuals continually 
evaluate its content and value (as per EPT, Breakwell, 1986, 1993). The findings 
from this study clearly show this evolving characteristic when compared to the 
outcome from Study 1.
By the sixth month, employees perceive themselves as regular employees and 
consider themselves in line with their peers, rather than their previous “new recruit” 
status. Such recognition is also provided by their colleagues, in line with Cooley’s 
(1902) “looking glass self’. Their organizational identity moves from “situated” to 
“deep structure” (Riketta et al., 2006) since their association is now based on their 
self-definition as part of the organization, rather than the explicit contract terms 
which classified them as part of the group at first.
The established social identity becomes more stable as employees get to know the 
organization’s positive and negative aspects, perceiving themselves to have attained 
a more truthful and balanced view of the organization. They consciously decide that 
the former outweigh the latter for them to stay in the organization. Even though 
participants pointed out that their perception of the organization contained more 
negative elements than at initiation, they were also aware that this new insight was 
more concrete. They mention how the organization goes through its own changes 
and its group members need to adapt to them or move out of the system. This 
suggests that employees must trust the organization with implementing changes that 
would eventually benefit its employees too. Indeed, trust has been recognized as an 
important element in the psychological contract (Atkinson, 2007, Rousseau, 2004). 
Participants expressed that they pride themselves to be involved in the organization’s 
projects, if they felt supported and kept well-informed. These requisites have been 
previously recognized by Schalk et al. (1998).
Moreover, accepting organizational changes leads to the understanding that 
perceived promises at initiation might no longer be possibly kept. However, 
employees seem to maintain a positive psychological contract if the delivered 
inducements are perceived to be favourable. Thus what is delivered during the
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employment takes prominence over what was promised at the start, in line with 
previous research (Lambert, Edwards & Cable, 2003; Montes & Irving, 2008;
Montes & Zwieg, 2009). Participants spoke of the increased career opportunities as 
a result of organizational changes. These were not necessarily promised on entry and 
therefore confirm the dynamic nature of the psychological contract that does not only 
depend on the initial promises in the exchange relationship but develop and are 
modified over time. On the other hand, employees who do not perceive 
organizational changes as favourable and beneficial to their own development, seek 
to terminate their psychological contract.
Employees consider the ability of an organization to evolve as a distinctive feature, 
that separates it from other entities, thus leading to “ingroup favouritism” (Tajfel et 
al., 1971). The use of “we” rather than “I” and “they” is indicative of the employees’ 
strong association which generates positive emotions (Perdue et al., 1990). As a 
result of developing a strong organizational identity, additional benefits include 
employee job satisfaction and motivation to embark on organizational projects.
This study shows that employees choose which work relationships to invest in, on a 
professional and social level. Perhaps such individuals become the contract makers 
in the psychological contract, representing the organization, since they seem to 
provide transactional and relational functions (such as the necessary resources and 
trust respectively).
Fulfilment of identity needs, particularly self-efficacy and continuity is maintained as 
individuals seek long-term career focus. The potential for progression becomes 
important and their self-efficacy is strengthened as they are promoted and given 
more responsibility. In fact hierarchy and status are salient determinant factors to 
their self-efficacy and self-esteem. They gain self-assurance as they perceive 
themselves to have become more skilled, competent and confident. Their 
psychological contract is expressed through their gratitude towards the organization 
for the personal development they received, as the organization is perceived to 
provide the desired self-esteem.
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This sense of identity becomes a motivating force to stay within the organization. 
Using Erikson’s (1959, 1963) terminology, “identity achievement” is attained. 
However, individuals are faced with an identity threat if the presented development 
opportunities do not match their desired career path, showing that their personal 
identity needs remain to be more salient than their social identity. Furthermore the 
lack of a clear career progression plan is also considered as psychological contract 
breach and induces one’s intention to quit and actual employment termination. 
Perhaps being part of the organization actually caused identity threats due to missed 
opportunities for the validation of their self- efficacy and self- esteem. This leads to 
the inferential understanding that those who opt to leave the organization terminate 
their psychological contract due to lack of fulfilment of their identity needs or lack of 
resolution of their identity threats.
An important aspect brought up by participants is concern about their work-life 
balance, particularly the time spent with their family. Seeking intimacy is indeed in 
line with Erikson’s (1959) psychosocial stage following identity achievement. This 
interaction between issues pertaining to work and non-work roles also manifests 
Super’s (1980, 1990) “life span, life space approach” to career development. Their 
occupational role is viewed as one of a number of roles which need to be negotiated. 
Individuals engage in a process of re-evaluating one’s present identity and act upon 
resolving existing threats to achieve a more congruent sense of self. For example, 
one teacher participant realized that she had become very work-oriented and needed 
to re-establish a balance between her employment role and other roles. This re­
exploration supports Super’s (1990) view that one’s career development is not 
essentially a linear stage-like process.
A balance is also sought in the exchange relationship between the employee and 
employer and this issue becomes more salient at this stage of employment. The 
initial perceived imbalance in favour of the employer is sought to be rectified as 
individuals expect to achieve equilibrium between the “gives” and “wants”, both in 
terms of transactional and relational elements. Their psychological contract seems to 
move from a transitional to a more permanent status if this is attained. Otherwise, 
employees seek alternative employment and terminate their psychological contract.
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7.8 Chapter Conclusion: Towards an understanding of how individual identity 
influences the psychological contract
The learning and newcomer adjustment which occurs in the organizational 
socialization period (Cooper-Thomas & Anderson, 2005) leads to a more accurate 
representation of the organization (Louis, 1980; Weick, 1995). The employees gain 
a sense of understanding, control and expectedness through the acquired information 
(Saks & Ashforth, 1997). After the initial three to six months, the process of 
sensemaking shifts from assimilating and accommodating information derived from 
newly presented situations for the purpose of obtaining a more realistic picture, to 
understanding how well the new arrangement can fulfil one’s identity needs.
As the individuals become confident about their role and their knowledge of the 
organization’s operations, they turn their attention to their personal and professional 
development. They consider themselves to be thoroughly contributing to the 
organization and expect to receive the same level of ample support for their 
development in return, together with the recognition of their other non-work roles. 
This perceived exchange highlights the psychological contract as a process of 
reciprocity. However, such a balance only becomes central and is sought if the 
individuals achieve a satisfying social identity as part of the organization, rather than 
presenting an identity threat. Thus, both a fulfilled social identity and personal 
identity are crucial, with an interplay between factors pertaining to both. For 
instance, while self-esteem and distinctiveness are achieved through group 
association, self-efficacy and continuity are attained through progression in one’s 
role and career development. Furthermore, a perceived work-life balance allows 
them to cater for their multiple roles, enhancing their self-efficacy in their diverse 
responsibilities.
It seems like the psychological contract continues to exist and functions well as long 
as the employment relationship keeps providing the required support and setting 
where identity needs can be fulfilled and identity threats can be resolved. Identity 
threats can originate both from within the organization (such as perceived lack of 
career progression) and outside the organization (such as poor management of
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multiple roles). Indeed, the psychological contract serves as an outlet for the drive of 
identity fulfilment.
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8St u d y 3 
A Quantitative Longitudinal Study of 
Psychological Contract and Identity Development
8.1 Chapter Overview
This chapter presents the quantitative aspect of this research across the three time 
points. Section 8.2 introduces the study and defines the hypotheses being tested 
while Section 8.3 describes the study design in detail. The results are presented in 
Section 8.4 which are then discussed in Section 8.5. The methodological limitations 
and implications for future research are also included in this latter section. The 
conclusion in Section 8.6 summarises the findings, addressing how they add 
theoretical knowledge to our understanding on the role of identity to psychological 
contract development.
8.2 Introduction
In line with Study 1 and 2, Study 3 looks at the psychological contract in the first 
year of employment by measuring changes in participants’ ratings of its relational 
and transactional components. Identity elements were also assessed to allow for 
comparisons between identity development and the psychological contracting 
process. The outcome from this study added value to the qualitative aspects of this 
research as it provided evidence for a more comprehensive view of how these two 
constructs relate to each other.
To my knowledge, research which directly examines the link between identity and 
psychological contracting has not been conducted to date. Interestingly though, a 
study on careers and identity in flexible working uses the psychological contract as 
an indicator of career success (Grote & Reader, 2009). Its outcome shows that 
individuals who perceive themselves as having continuity in their career identity 
expressed the most positive assessment of their employment relationship (Grote & 
Reader, 2009). The authors note that these individuals did not necessarily remain in
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the same employment and profession but rather experienced a general continuous 
process across time and different aspects of their life. Indeed, continuity is a stable 
feature of identity highlighted by researchers (such as Breakwell, 1986, 1993; 
Erikson, 1959, 1963; Jung, 1960). This indicates that a positive psychological 
contract is not only dependant on the interactions between the employee and 
employer but also on personal identity needs, independent of the employing 
organization.
8.3 Aim
This study was specifically undertaken to investigate the relationship between the 
psychological contract and personal/social identity longitudinally. The aim was to 
examine their development and association over the first year with an employing 
organization. Data was collected at 3, 6 and 12 months from entry into the 
organization, similar to the qualitative methods used in this research. The 
psychological contract was tested in terms of its two recognised forms, namely 
relational and transactional elements. On the other hand, the four constructs 
representing identity were social self-categorization, group commitment, group self­
esteem and personal self-esteem.
8.4 Hypotheses
Two sets of hypotheses, based on the literature presented in the previous chapters, 
were examined which tested the relationship between psychological contract 
elements and identity constructs (Hypotheses la  to Id) and their temporal patterns 
(Hypotheses 2a to 2f). These are defined below.
8.4.1 Association between Psychological Contract elements and Identity 
constructs
The categorization of psychological contract content into transactional and relational 
elements at opposite ends of a continuum is widely accepted (MacNeil, 1985; 
Rousseau, 1989; Rousseau & McLean Parks, 1993). Although both types of 
elements exist at varying degrees in employment relationships (Millward & 
Brewerton, 2000), Millward and Hopkins (1998) found that they are inversely
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correlated with each other. It is therefore predicted that this study follows the same 
pattern.
Hypothesis la: The transactional and relational elements o f the psychological 
contract are inversely related to each other across the three time points.
Transactional elements focus on economic exchange, with minimal personal 
involvement on the job. On the other hand relational elements address a high level 
of emotionally-based involvement. When an individual starts to identify oneself 
with a social group, it is predicted that there are more relational elements at play. As 
the individual becomes increasingly emotionally involved with the organization, it is 
predicted that he/she categorizes and defines oneself as part of the organization, 
becomes committed to the group and attains self-esteem through this association.
Hypothesis lb: The relationship between the transactional elements o f  the 
psychological contract and identification is directional: Transactional elements are 
inversely related to social self-categorization, group commitment and group self­
esteem.
Hypothesis Ic: The relationship between the relational elements o f the psychological 
contract and identification is directional: Relational elements are positively 
associated with social self-categorization, group commitment and group self-esteem.
Social identity has been recognized as an integral part of personal identity since we 
define ourselves by the groups we become members of (Tajfel, 1981). Self-esteem is 
one of the four guiding principles in identity development defined by Identity 
process theory (Breakwell, 1986, 1993). It is predicted that as group self-esteem 
increases through positive association with a social group, personal self-esteem is 
also enhanced.
Hypothesis Id: Group self-esteem is positively associated with personal self-esteem.
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8.4.2 Temporal patterns of Psychological Contract elements and Identity 
constructs
Upon entry into an organization, transactional elements such as salary and working 
hours are clearly spelled out. However it is predicted that these become less 
prominent and as relationships are gradually built and take prominence, relational 
elements such as trust and loyalty become more central.
Hypothesis 2a: Employee perception o f transactional elements decreases across the 
three time-points.
Hypothesis 2b: Employee perception o f relational elements increases across the 
three time-points.
An individual’s association with a social group results in one’s definition of self as 
part of that group if it is perceived positively. One’s self-esteem incorporates the 
group membership as he/she categorizes oneself to fit the prototype of the 
organization. It is therefore predicted that as this association grows stronger, group 
self-esteem, social self-categorization and the strength of one’s ties with the group, 
that is, group commitment increase.
Hypothesis 2c: Group self-esteem increases over the period o f data collection.
Hypothesis 2d: Social self-categorization increases over the period o f data 
collection.
Hypothesis 2e: Group commitment increases over the period o f  data collection.
An individual seeks stability in one’s sense of identity across the life span. He/she 
will choose activities and membership in groups which maintain this stability. If 
presented with an identity threat, a person will find a way to resolve it so that the 
perceived personal self-esteem is kept invariable (Breakwell, 1986, 1993). It is 
therefore predicted that personal self-esteem remain constant across the three time 
points.
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Hypothesis 2f: Personal self-esteem remains constant across the three time-points.
These hypotheses are tested through the analysis on the collected data. A discussion 
of the results in relation to the hypotheses is presented later on in the chapter.
8.5 Method
8.5.1 Participants
All the participants who were invited to take part in Study 1 and 2 were requested to 
take part in this study. Only those individuals who remained working with the same 
organization and completed all three questionnaires at the three time points were 
included. Interested individuals were emailed the questionnaire as an attachment 
(together with the information sheet and consent form for interview participation) 
and asked to complete and return via email. Furthermore a link to the questionnaire 
was set up for those respondents who chose to only take part in this part of the 
research project. The final sample of employees (N = 33) at the set time points 
ranged between 23 and 50 years of age (M = 30, SD = 6.7). There was a reasonably 
even representation of males and females, 15 and 18 respectively.
For 14 of the participants, this was their first long-term job. Reasons given by the 
remaining 19 participants for leaving their previous employment included: career 
advancement (8); job no longer satisfying (5); due to relocation (3); and work 
relationship difficulties (2). One participant also expressed that having worked for 
the same company for nearly 20 years, he wanted to experience working for another 
organization.
8.5.2 Research tool - Questionnaire
Respondents completed an online questionnaire (Appendix I) comprising the 
following:
8.5.2.1 Demographics
Demographic information was requested regarding the respondents’ gender, age, 
marital status, whether this was their first employment and if not, their main reason
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for leaving their previous employment. They were also asked to supply their initials 
and date of birth which were used to match up the questionnaires across the three 
time points.
8.S.2.2 Global satisfaction scales
Three Global Satisfaction Scales were included, namely how satisfied they were with 
their job, their life in general and their closest relationship. These measures were 
taken to assess whether participants experienced dissatisfaction in these major 
aspects of their life that could possibly influence their psychological contract. 
Respondents had to choose from a five-point Likert scale labelled as 1 = very 
dissatisfied; 2 = a little dissatisfied; 3 = neither satisfied nor dissatisfied; 4 = a little 
satisfied; and, 5 = very satisfied.
8.5.2.S Psychological contract elements
The psychological contract was examined using Raja, Johns and Ntalianis’(2004) 
revised Psychological Contract Scale measure which is an abbreviated version of the 
measure developed by Millward and Hopkins (1998). The revised measure consists 
of eighteen statements which address relational and transactional elements as 
follows:
(i) Relational elements: These were measured using 9 items, namely: I expect to 
grow in this organization; I feel part of a team in this organization; I have a 
reasonable chance of promotion if I work hard; To me working for this organization 
is like being a member of a family; The organization develops/rewards employees 
who work hard and exert themselves; I expect to gain promotion in this company 
with length of service and effort to achieve goals; I feel this company reciprocates 
the effort put in by its employees; My career path in the organization is clearly 
mapped out; and, I am motivated to contribute 100 per cent to this company in return 
for future employment benefits.
(ii) Transactional elements: These were measured using 9 items, namely: I work 
only the hours set out in my contract and no more; My commitment to this 
organization is defined by my contract; My loyalty to the organization is contract 
specific; I prefer to work a strictly defined set of working hours; I only carry out
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what is necessary to get the job done; I do not identify with the organization’s goals;
I work to achieve the purely short-term goals of my job; My job means more to me 
than just a means of paying the bills (reversed); and, It is important to be flexible and 
to work irregular hours if necessary (reversed).
Respondents were invited to choose one of five options for each of the eighteen 
statements, namely 1 = strongly disagree; 2 = disagree; 3 = neither agree nor 
disagree; 4 = agree; and 5 strongly agree.
8.5.2.4 Personal/Social Identity
Identity was examined using Ellemers, Kortekaas and Ouwerkerk’s (1999) three- 
component social identification measure which consists of 10 items. This measure is 
based on Tajfel’s (1972) definition which acknowledges social identity as having 
three different components, namely:
(i) Social self-categorisation: Relating to the cognitive component, this refers to the 
individual’s conscious awareness of one’s social self-categorization with the group. 
This was represented by 3 items on the questionnaire: I identify with other members 
of this organization; I am like other members of this organization; and. This 
organization is a reflection of who I am.
(ii) Group commitment: Relating to the affective component, this refers to the 
individual’s sense of commitment to the group, represented by the following 3 items: 
I would like to continue working with this organization; I dislike being a member of 
this organization (reversed); and, I would rather belong to another organization 
(reversed).
(in) Group self-esteem: Relating to the evaluative component, this refers to the 
individual’s appraisal of one’s sense of group self-esteem, represented by 4 items: I 
think that this organization has little to be proud of (reversed); I feel good about this 
organization; I have little respect for this organization (reversed); and I would rather 
not tell that I belong to this organization (reversed).
(iv) Personal self-esteem: Four additional items representing personal self-esteem 
were added, adapted from the latter component (group self-esteem): I think that I 
have little to be proud of (reversed); I feel good about myself; I have little respect for
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myself (reversed); and, I would rather not talk myself up to anyone (reversed).
These last four items were intentionally added to examine the differences between 
personal and group self-esteem in relation to psychological contract development.
Similar to the psychological contract elements, respondents were invited to choose 
one of five options for each of the fourteen statements, namely 1 = strongly disagree; 
2 = disagree; 3 = neither agree nor disagree; 4 = agree; and 5 strongly agree.
8.5.3 Procedure
The questionnaire was set up on the university’s website to enhance the study’s 
credibility and potentially increase the response rate. It was sent as a hyperlink to an 
email inviting receivers to participate. Most responses were received within two 
days of the sent email, however an email reminder was sent after one week to 
encourage further response.
8.5.4 Data Analysis
The results were analysed in the following ways:
1. Descriptive statistics were computed to provide the participants’ demographics 
(presented in 8.5.1) above and the ratings for participants’ global satisfaction.
2. Reliability analysis using Cronbach’s alpha on each subscale representing 
psychological contract elements and identity constructs was performed.
3. The relationship between psychological contract elements and identity constructs 
at each time point was examined using correlational analysis.
4. Each subscale was tested for differences in participants’ ratings between the three 
time points using Wilcoxon tests.
8.6 Results
8.6.1 Global satisfaction scales
Table 8.1 shows that ratings for each of the three global satisfaction scales. Results 
indicate that participants were generally satisfied in all three areas.
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Table 8.1: The means and standard deviations of the ratings for the three 
Global satisfaction scales
Timepoint 1 Timepoint 2 Timepoint 3
N = 33 M(SD) M(SD) M (SD)
Satisfaction with job 4.21 (0.96) 3.97 (1.16) 4.09 (1.10)
Satisfaction with life in 
general 4.15 (0.87) 4.18(0.92) 4.24 (0.94)
Satisfaction with closest 
relationship 4.06 (1.25) 4.48 (0.71) 4.52 (0.83)
8.6.2 Reliability Analysis
Table 8.2 shows the coefficients of reliability (Cronbach’s alpha), means and 
standard deviations of each subscale across the three time points of data collection. 
Scales measuring transactional and relational psychological contract elements, social 
self-categorization, group commitment and group self-esteem had moderate to high 
reliabilities. On the other hand, the subscale for personal self-esteem had a fairly low 
reliability score and is hence considered to be unreliable, though this was included as 
a point of comparison with the other subscales. The composite subscales from the 
results of this analysis were used throughout all analyses.
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Table 8.2: Coefficients of reliability, means and standard deviations of 
Psychological contract elements and Identity constructs
Subscale Timepoint 1 Timepoint 2 Timepoint 3
N = 33 a(M, SD)
a
(M, SD)
a
(M, SD)
Psychological contract 
elements
Transactional* 0.76(15.97, 4.41)
0.78
(16.09, 4.73)
0.76
(16.03,4.27)
Relational 0.79(32.70, 5.42)
0.92
(30.97, 8.20)
0.94
(31.30, 8.63)
Identity Constructs
Social self- 
categorization**
0.75
(7.45, 1.68)
0.81
(6.88,1.90)
0.81
(7.09, 1.74)
Group commitment 0.78(12.58, 2.29)
0.89
(11.79,2.86)
0.91
(11.97,2.59)
Group Self-Esteem 0.82(17.52, 2.00)
0.87
(16.18, 3.34)
0.81
(16.61,2.92)
Personal Self-Esteem*** 0.69(13.15, 1.77)
0.63
(12.85,1.91)
0.51
(12.88,1.69)
Notes:
*One item deleted: “My commitment to this organization is defined by my contract.” 
** One item deleted: “I am like other members of this organization.”
*** One item deleted: “I would rather not talk myself up to anyone.”
8.6.3 Relationship between Psychological contract elements and Identity 
constructs
Hypotheses 1 addressed the relationship between psychological contract elements 
and identity constructs. These hypotheses were examined using Spearman’s rho 
correlations since the data was non-parametric. Table 8.3, 8.4 and 8.5 show the 
correlations between the subscales at each time point.
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Table 8.3: Correlations between Psychological contract elements and Identity
constructs at Time point 1 (T l)
Transactional
Elements
Relational
Elements
Social Self- 
Categorization
Group
Commitment
Group
Self-
Esteem
Relational
Elements -.46*
Social Self- 
Categorization -.46* .61*
Group
Commitment -.57* .68* .57*
Group
Self-Esteem -.68* .64* .51* .72*
Personal
Self-Esteem -.69* .54* .43* .51* .59*
* Correlation is significant at the 0.01 level (1-tailed).
As predicted, results show that the transactional elements of the psychological 
contract are inversely related to the relational elements, social self-categorization, 
group commitment, group self-esteem and personal self-esteem (Hypotheses la  and 
lb). On the other hand, the relational elements of the psychological contract are 
positively associated with all of these identification constructs (Hypothesis Ic). 
Moreover, group self-esteem correlates positively with personal self-esteem, 
supporting Hypothesis 1 d. These relationships are also manifest in the results 
obtained at time points 2 and 3, as shown in Table 7.3 and 7.4 below.
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Table 8.4: Correlations between Psychological contract elements and Identity
constructs at Time point 2 (T2)
Transactional Relational Social Self- Group GroupSelf-
EsteemElements Elements Categorization Commitment
Relational -.61*Elements
Social Self- 
Categorization -.44* .66*
Group
Commitment -.66* .82* .65*
Group
Self-Esteem .-58* .66* .70* .85*
Personal
Self-Esteem -.68* .69* .55* .63* .58*
* Correlation is significant at the 0.01 level (1-tailed).
Table 8.5: Correlations between Psychological contract elements and Identity
constructs at Time point 3 (T3)
Transactional Relational Social Self- Group GroupSelf-
EsteemElements Elements Categorization Commitment
Relational
Elements -.59*
Social Self- 
Categorization -.48* .75*
Group
Commitment -.66* .82* .67*
Group
Self-Esteem -.53* .65* .66* .78*
Personal
Self-Esteem -.67* .43* .24* .49* .42*
* Correlation is significant at the 0.01 level (1-tailed).
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8.6.4 Temporal patterns of Psychological contract elements and Identity 
constructs across the three time points
This study provides longitudinal data on psychological contracting elements as well 
as identity elements. Descriptive statistics were used in this section to characterise 
the longitudinal data. In addition, basic statistical analyses were used to test 
Hypotheses 2, that while transactional elements decrease, relational elements and the 
three social identification constructs (that is, social self-categorization, group 
commitment and group self-esteem) increase while personal self-esteem remains 
constant.
The patterns of the means of psychological contract elements and identity constructs 
across the three time points of data collection are illustrated in Figure 8.1. Wilcoxon 
tests were carried out on these subscales, comparing the participants’ ratings between 
Tl and T2, T2 and T3; and Tl and T3. Between Tl and T2, there was a statistically 
significant decrease for social self-categorisation (z = - \ .9 \ ,p  < .05, r [effect size] = 
-.24), group commitment (z = -\.12 ,p<  .05, r  = -.21) and group self-esteem (z = - 
2.59, p  < .01, r  = -.32). These results did not support the hypotheses 2c, 2d, 2e as it 
was predicted that ratings on these three elements would increase. In addition, there 
were no significant differences for transactional and relational elements, and personal 
self-esteem. So hypothesis 2a and 2b were not supported while hypothesis 2f was 
supported.
One variable showed a statistically significant decrease between Tl and T3, namely 
group self-esteem (z = -1.12, p  < .05, r = -.21). On the other hand, there were no 
significant changes between T2 and T3 across all six subscales. These results 
indicate that changes in employee perception of their social identification with their 
organization occur mainly between three months (Tl) and six months (T2) from their 
initiation of employment.
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Figure 8.1: Means of Psychological Contract elements and Identity constructs across 
the three time points of data collection.
In addition, Friedman’s ANOVA was conducted on each item of the questionnaire. 
Results showed that the participants’ rating on the item “I identify with my 
organization” significantly decreased over the first year of employment 
(X (^2) -  12.61,/?=.001). Wilcoxon tests were used to follow up this finding. It 
appeared that the rating changed significantly between time point 1 and 2, z = -2.50, 
p  < .05, r = .31.
8.7 Discussion
The quantitative aspect of this research aimed at examining the relationship between 
psychological contract elements and identity constructs across the three time points 
of data collection. Having the same sample in this study as in the qualitative studies
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allowed for close comparison between the findings from the three applied 
techniques. This study also looked at the temporal patterns of the subscales and 
items on the questionnaires. Its findings are discussed in relation to the set 
hypotheses, and with reference to previous literature and the outcome from the 
qualitative aspect of this research project.
8.7.1 The interplay of Psychological Contract and Identity Development
Results show that a relationship exists between identity elements and psychological 
contract content, in terms of its transactional and relational form. I will now discuss 
each hypothesis in turn.
Across the three time points, results support the hypothesis (la) and previous 
research which proposes that both transactional and relational elements are present at 
varying degrees in each psychological contract (Millward & Brewerton, 2000). The 
mean ratings of each variable across the three time points show participants’ 
agreement to relational elements as being part of their psychological contract and 
disagreement to transactional elements, resulting in an inverse relationship (in line 
with Millward & Hopkins, 1998). The findings of the present research might be due 
to the fact that the first ratings were recorded at three months from entry, giving 
sufficient time for salience to move from the transactional aspects (which are more 
likely to be made explicit at the recruitment stage) to relational aspects of the 
contract. However, considering the outcome from the qualitative techniques, it 
seems more appropriate to consider that participants generally focussed mainly on 
relational elements (such as loyalty and perceived trust), even on entry. In agreement 
with Millward Purvis and Cropley’s (2003) contention, the implicit promises of the 
psychological contract seem to carry more weight than the explicit promises. 
Moreover, Rousseau’s (1990) conclusion that the contractual form depends on the 
type of relationship sought by the applicant is relevant here. Since all the 
participants in the current research intended to engage on long-term permanent 
employment, then it is understandable that they hold a relational contract.
Furthermore, the qualitative outcome shows that participants recognized relational 
elements such as organizational support and recognition through promotion and
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training opportunities. It seems like while transactional elements are fairly uniform 
across organizations within the same sector, the relational elements define the 
employing organization as providing the distinctiveness sought for. Hence the 
relational content of the psychological contract functions to fulfil the individual’s 
identity need for distinctiveness. In addition, establishing a positive emotionally- 
involving relationship enhances one’s self-esteem through association with what is 
perceived to be a successful organization.
While relational elements were found to be positively associated with the social 
identification measures, the transactional elements were inversely related (hypothesis 
lb  and Ic). Relational elements are based on emotionally-focussed social exchanges 
(such as trust and loyalty) and transactional elements are based on economic 
exchanges with minimal personal involvement (such as pay and working hours). 
Consequently it stands to reason that perceptions of the self in relation to one’s group 
membership, in this case the organization, relates to those elements which are 
emotionally involving. Applying the principles of Social Identity Theory (Tajfel et 
al., 1971), this directs the individual to define oneself as part of the organization, 
leading to in-group favouritism. Following this argument, it can be deduced that 
perceptions of breach to the relational elements of the psychological contract may 
result in a reduced sense of identification with the organization in terms of social 
self-categorization, group commitment and group self-esteem.
Moreover, group and personal self-esteem have been found to be positively 
associated with each other, as predicted (hypothesis Id). Participants joined their 
particular organization because they believed that it could fulfil their identity needs 
and resolve identity threats. One fundamental tenet of a fulfilled identity is self­
esteem. If new recruits perceive the organization positively, they come to believe 
that becoming part of that group will enhance their self-esteem. They engage in the 
psychological process of “switching on” their social identity (with regards to the 
employing organization) and self-stereotyping with the rest of the group, as per Self- 
Categorization Theory (Turner et al., 1987).
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8.7.2 Psychological Contract and Identity Development in the First Year or 
Employment
Significant changes in the participants’ ratings on most subscales occurred between 
time point 1 and 2, and there were no significant results between time point 2 and 3. 
This pattern supports the analysis of the qualitative outcome where the salient themes 
derived from the data at time point 1 were considered to be distinctively different 
from time point 2 and 3. In this way, the quantitative study has enhanced the 
qualitative aspect of this research. The temporal development of each variable is 
discussed in turn.
Both relational and transactional elements were relatively constant across the three 
time points, contrary to predictions (2a and 2b). Moreover, the former had higher 
ratings over the latter at all three time points, showing that participants’ 
psychological contract focuses mostly on its relational elements. This emphasis on 
its relational aspects, even in the initial months of employment, is consistent with 
Guest’s (2004) assertion that the contemporary market affords and requires direct 
and frequent contact between the employer and employees. The diminished 
homogeneity in the working pattern (Anderson & Schalk, 1998) and more emphasis 
on work-life balance (Guest, 2004) requires the process of negotiation to take place 
at an individual level. This leads to higher level of emotional involvement in the 
employment relationship due to closer interaction between the two parties.
Results also show that group self-esteem, social self-categorization and group 
commitment decrease significantly across the three time points, particularly between 
time point 1 and 2, failing to support the hypotheses (2c, 2d and 2e). Group self­
esteem shows a significant decrease between time point 1 and 3 too. These findings 
make sense when related to the outcome from the qualitative interviews. Upon entry 
and in the early weeks or months (“the honeymoon period”, as one respondent called 
it), new recruits try to preserve their positive perception of the organization, 
attributing negative events to external sources or as the exception not the rule. 
However, participants expressed how after the first six months or so, they became 
less positive or even negative about the organization.
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During the initial period of organizational socialization, new employees get involved 
in a process of sensemaking by acquiring firsthand information, and achieving a 
more accurate representation of the organization (Louis, 1980; Saks & Ashforth, 
1997; Weick, 1995). After learning about its less visible negative aspects or getting 
a more precise idea of its norms, employees evaluate the extent to which they 
perceive their engagement with the organization to be fulfilling their identity needs. 
This may lead to a lowered group self-esteem, social self-categorization and group 
commitment. Indeed, the mean rating on the questionnaire item “I identify with my 
organization” decreased significantly between time point 1 and 2. Furthermore, 
although initially participants were aware and willing to primarily invest their time 
and energy in their employment, they later sought a balance with their other roles 
thus resulting in their work role becoming less salient. This outcome shows the need 
to differentiate between an individual’s collective self-esteem (achieved through 
various group memberships) and group self-esteem (acquired through one specific 
membership) when researching social self-esteem, as noted by Houston and 
Andreopoulou (2003).
Ratings of personal self-esteem showed no variation across the three time-points, as 
predicted (hypothesis 2f). Identity Process Theory (Breakwell, 1986, 1993) proposes 
that an individual adapts the content and value dimensions continually to maintain 
equilibrium in one’s identity. Self-esteem is one of the four guiding principles for 
action in this process. At first glance, it is surprising that personal self-esteem 
remained constant for two reasons: (i) group self-esteem showed a significant 
decrease between each time point; and (ii) group self-esteem was positively 
associated with personal self-esteem. However, this anomaly can be explained 
through Identity Theory (Stryker, 1968). Since every individual takes on multiple 
roles in a work and non-work context, which exist in a hierarchy of salience, he/she 
is motivated to becoming part of that group where the most salient identity can be 
fulfilled. Hence, diminished group self-esteem (with regards to the employing 
organization) does not essentially imply a reduced sense of personal self-esteem as 
the individual might have moved identity salience to another role, and sought 
association with another group (simultaneous to their organizational identification)
191
where group self-esteem becomes more prominent. As a result, personal self-esteem 
is maintained constant.
Furthermore, this study was conducted with individuals who have maintained their 
psychological contract (rather than terminated it). They might not have experienced 
psychological contract breach or violation to the point of being presented with an 
identity threat. Thus their personal identity was upheld during this period of 
employment.
8.8 Chapter Conclusion: Towards an understanding of how individual identity 
influences the psychological contract
This study examined the development of psychological contract and organizational 
identity across employees’ first year of employment. Its findings provide an 
interesting contribution to psychological contract research since while changes 
occurred in the participants’ social identity (with regards to the employing 
organization) across the data collection period, the psychological contract remained 
unchanged. A lack of significant variation in the mean ratings of transactional and 
relational elements does not necessarily indicate that the psychological contract was 
not re-evaluated and renegotiated across the first year of employment. More likely, it 
means that its progression is not essentially based on the employee’s perceived 
exchange with the employer but rather on whether the individual’s identity needs 
remain being fulfilled or unthreatened. As long as the individual considers the 
psychological contract to afford him/her the opportunity to keep fulfilling one’s 
identity, then it will remain in function.
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S e c t io n  III: C h a p t e r  9 
D is c u s s io n  &  C o n c l u s io n
9.1 Chapter Overview
This chapter presents the outcome from the conducted research and its contribution 
to the existing literature. It begins by bringing together the research findings from 
the three studies (Section 9.2), followed by a discussion of the results in relation to 
the research propositions and the reviewed literature (Section 9.3). Section 9.4, 9.5 
and 9.6 puts forward the implications for theory, research and practice respectively. 
The next section (9.7) highlights the research contributions to the theoretical 
knowledge of the psychological contract. The applied methodology’s strength and 
limitations are then discussed (Section 9.8), after which some personal reflections on 
the role of the researcher are included (Section 9.9). The chapter conclusion (Section 
9.10) outlines how this research has enhanced our understanding of identity influence 
on the psychological contract.
9.2 Summary of Research Outcomes
This research considered the psychological contract as a social psychological, 
idiosyncratic and dynamic process that requires understanding individual factors, 
beyond the exchange interaction that occurs between the employee and employer.
The review of psychological contract literature found little theoretical understanding 
and empirical research on such individual factors, particularly at its formation stage 
since most studies focus on breach situations. Specifically, the overall aim of the 
research programme was to investigate how an individual’s identity influences 
psychological contract formation and development. Its intentions were to enrich 
understanding of the experiences involved; make empirical contributions to the 
psychological contract process and enhance theoretical knowledge of the 
psychological processes involved.
Taking an exploratory approach to investigate this phenomenon, a multi-method 
longitudinal design was adopted, using semi-structured interviews, a diary study and 
a survey at 3, 6 and 12 months from initiation of employment. Themes relating
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identity to the psychological contract were salient. A pictorial representation (as 
proposed by Huff, 1990), which brings together the outcome from Study 1 and 2 is 
illustrated in Figure 9.1. The application of mapping methods is a useful way to 
represent information derived from research and in trying to understand its relevance 
to organizational settings (McDonald, Daniels and Harris, 2004).
Psychological contract formation and development has been found to be driven by 
four main motivations, namely:
(1) Integration within the organization;
(2) Self-expression through the organization;
(3) Dealing with a new reality; and
(4) Attaining a balanced relationship.
These motivations were the themes emerging from the interviews and diary study 
data. Each of these elements will be outlined in turn.
(1) Integration within the organization: Individuals seem to choose to become part of 
an organization which they believe to fit with their own sense of self. Participants 
expressed that they enjoy a positive association with the organization as a social 
group and start defining themselves in terms of their membership. The psychological 
contract functions well if the employees feel part of the organization.
Employees’ integration is enhanced through the acceptance and acknowledgement 
shown by other group members, particularly their superiors. They invest energy in 
managing the relationships that develop, to maintain the ones that they consider 
beneficial, principally those which offer organizational support to establish 
themselves as part of the group.
(2) Self-expression through the organization: Individuals seem to choose a particular 
organization because they believe that they can maintain their personal goals and 
practice their values through their engagement with it. They regard their 
employment as providing the desired challenging and motivating environment and 
also as a setting where they can bring new input through their independent 
contribution.
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Organizational support is also crucial in becoming confident in the employees’ 
assigned role and in perceiving themselves as competent. Participants expressed that 
they consider the organization responsible to provide them with the necessary 
training and tools in order to conduct their job well. Furthermore, they expect to 
have opportunities for career development. The psychological contract is sustained 
if these individual needs are met.
(3) Dealing with a new reality: Individuals gather information about their newly 
presented situations, in an attempt to create a coherent representation. The 
psychological contract is upheld if this perceived depiction is plausible to the 
individuals. Upon entry into an organization, they seek to gain knowledge through 
the organization’s corporate identity and personal recommendations which influence 
their preconceptions. They also base their understanding on the societal meaning of 
the employment relationship, namely as a reciprocal exchange (such as services 
rendered against financial rewards) and as a means of fulfilling basic needs (such as 
work). Employees continue to engage in trying to make sense of encountered events 
in their employment, particularly in novel situations (for example, an organizational 
change or role change).
(4) Attaining a balanced relationship: Employees believe that the employment 
relationship should be a balanced system of gives and takes between them and the 
organization. They expect a reciprocal relationship of trust, loyalty and mutual care 
to each other’s well-being. Furthermore, their work role is expected to fit in with 
their pre-existing roles and any other roles that they acquire throughout their 
employment. A positive psychological contract can only be achieved if the 
employees perceive these balances to be functioning effectively.
All these four elements indicate the dynamic and idiosyncratic nature of the 
psychological contracting process. The meaning given to the psychological contract 
in terms of content and value differs between individuals, depending on one’s 
identity needs and understanding of the elements described above.
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The quantitative study examined the relationship between psychological contract 
elements and identity constructs. It also looked at the temporal patterns across the 
three time points of data collection. Results were in agreement with the qualitative 
outcome.
The transactional and relational elements of the psychological contract were found to 
be inversely related. The mean ratings on the questionnaires show that, on average, 
participants agree that their psychological contract is based on relational elements.
On the other hand, mean ratings show disagreement with transactional elements as 
their psychological contract content. Furthermore, relational elements were 
positively associated with the identity constructs, namely social self-categorization, 
group commitment, group self-esteem and personal self-esteem. In contrast, these 
identity constructs were inversely related with transactional elements of the 
psychological contract. Group self-esteem also correlated positively with personal 
self-esteem.
A significant decrease in participants’ ratings resulted between time point 1 and 2 for 
social self-categorization, group commitment and group self-esteem constructs. 
Transactional and relational elements of the psychological contract, and personal 
self-esteem showed no significant changes across the three time points.
9.3 Linking Results to Research Propositions and Reviewed Literature
The four propositions set out at the start of this research project are now discussed in 
relation to the obtained outcome and the reviewed literature. Each proposition is 
presented in turn.
Proposition 1: The formation o f  the psychological contract is primarily motivated by 
identity factors belonging to the individual. As individual identity (involving both 
personal and social identity) precedes one’s involvement with an employing 
organization, it inevitably influences the resultant psychological contracting process. 
The individual chooses the organization that he/she believes to f i t  with one’s present 
sense o f self.
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Individuals choose activities through which they can express their identity 
(Whitboume, 2001) and social groups whose members they are comfortable to 
categorize themselves with (Turner, 1982). Prior to joining and upon entry, recruits 
engage in a process of sensemaking to deal with their new reality (Louis, 1980; Saks 
& Ashforth, 1997; Weick, 1995) by attaining as much information about the 
organization as possible. Corporate identity, personal recommendations, social 
norms and basic functional needs have been found to be influential preconceptions in 
this research. These external messages have been recognized in previous literature as 
important factors for psychological contract formation (such as Gatewood et al.,
1993; Millward Purvis & Cropley, 2003).
Previous findings also show that through the organizational socialization process, 
individuals tend to focus on those messages which relate to their personal 
characteristics (De Vos, Buyens & Schalk, 2005; Thomas & Anderson, 1998). 
Indeed, the qualitative outcome of the present research, shows that individuals seek 
to maintain their personal goals and values and are attracted to those messages which 
suggest that they can practice them. Furthermore, the confirmation of such 
opportunities attained from firsthand experiences and communication further 
strengthens their psychological contract. Indeed, Rousseau (2001) contends that the 
initial interactions during the organizational socialization period have a lasting effect 
on the psychological contract.
The emergent themes from the qualitative studies show that the psychological 
contract is formed if the individuals believe that the organization can provide the 
setting for their identity needs to be fulfilled. This research recognizes such needs as 
integration within the organization, self-expression through the organization and 
work-life balance. The psychological contract is also a response to some existing 
identity threat which needed to be resolved, created through previously unfulfilled 
identity needs which led to a failed psychological contract. The formation of a new 
psychological contract can also be the resolution for balancing one’s multiple 
identities, that is, both work and non-work roles, as defined by Stryker’s (1968) 
identity theory. For example, the inclusion of flexibility in the work schedule allows 
for better time management between different responsibilities.
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Proposition 2: Psychological contract development and maintenance depends 
primarily on the continuedfulfilment o f  the individual’s changing identity needs and 
not centred round the original perceived promises made by the employer. Whilst the 
employer’s perceived promises at the initial stages o f  employment serve as the 
deciding factor as to whether one joins an organization, these promises become less 
important as long as the individual’s identity needs keep being met.
The initial perceived promises aid psychological contract formation and the decision 
to engage in organizational activities (Rousseau, 2001). However such promises are 
renegotiated and renewed through the employment. What seems to be important 
through psychological contract development is the implicit promise that the 
organization would attend to the individuals’ needs at different stages. For example, 
the provision, from the organization, of additional resources in a crisis situation is 
expected, even if this was not explicitly promised initially. The lack of such support 
might lead to a deficit in self-efficacy, particularly if set targets come to be perceived 
as impossible to reach. Thus psychological contract maintenance seems to depend 
on whether the delivered inducements are meeting presented needs, rather than 
whether promised inducements continue to actualize, in line with recent research 
(Lambert, Edwards & Cable, 2003; Montes & Irving, 2008; Montes & Zwieg, 2009).
However, implicit promises such as trust, loyalty, concern for well-being and 
personal development remain central for psychological contract development. These 
are somewhat vague and take on different meanings at an individual level. They also 
seem to carry more weight than the explicit promises on the perceived relationship, 
as noted by Millward Purvis and Cropley (2003). Indeed relational elements 
received higher mean ratings than transactional elements in the quantitative study.
The qualitative outcome of this research suggests that when individuals are presented 
with an identity threat due to their identity needs not being met, uncertainty reduction 
is sought by transforming implicit promises to explicit ones. For example, while 
initially it is believed that the organization will provide career development 
opportunities, individuals demand a concrete plan of progression once they get 
accustomed to their role. This supports Rousseau’s (1995) view that explicit 
promises make the contract more sustainable.
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Explicit promises at initiation can also change meaning to the individual across 
psychological contract progression. For instance, an organization which retained its 
employees on long-term basis was perceived as an attractive stable entity that offered 
job satisfaction and security, at the application stage. However, once on 
employment, the new recruit realized this very fact took on a new meaning. It 
became apparent that there was no space for career progression, an issue that became 
salient to her identity development. Hence, she became uncertain about the 
longevity of her psychological contract.
The derived themes also show that employees are aware of the changing nature of 
organizational activity and the need to stay abreast with its adjustment as a group 
member. This suggests they understand that any perceived promises at initiation of 
employment might no longer be fulfilled. In this case, individuals’ organizational 
identity is likely to be preserved if they perceive a more attractive image of the 
organization after implementing changes (Millward & Kyriakidou, 2004). For 
instance, they realise that new advancement opportunities may arise through such 
organizational changes. Thus it seems like the central element in the psychological 
contract process is whether presented identity needs are being met rather than what 
was perceived to be promised by the employer.
Proposition 3: Individuals who develop a salient organizational identity, develop and 
maintain their psychological contract with their organization. The more positive an 
individual's experience as part o f the organization is, the more likely he/she will 
establish a fulfilling psychological contract. This is because the individual feels 
included in this social group.
The qualitative outcome indicates that establishing an organizational identity is 
central to employees. They come to believe that the organization offers them the 
distinctiveness they desire and start to define themselves as part of it (Mael & 
Ashforth, 1992). This association seems to be most crucial at initiation of 
employment since, as shown by the results from the quantitative study, the mean 
ratings on social identity elements dropped significantly between the 3*^  ^month and 
6* month time point. This outcome suggests that employees’ organizational identity 
becomes less salient, perhaps due to their firsthand acquired knowledge of the
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previously concealed negative aspects. Possibly, they are no longer as comfortable 
in identifying themselves as part of the organization.
On the other hand, the mean ratings on both transactional and relational elements 
remained unchanged across the three time points. This implies that this proposition 
is not upheld. Considering the qualitative outcome, it seems like the fulfilment of 
identity needs is not as much derived from their organizational identity. As they 
become accustomed to their role and move their focus to other aspects, such as career 
progression and work-life balance, their psychological contract gets influenced by 
the fulfilment of their more recent needs, rather than their group association. Thus 
although a strong organizational identity is vital in psychological contract formation, 
it is less central in its development.
Proposition 4: Individuals who have a strong organizational identity have more 
relational rather than transactional elements within their psychological contract. As 
individuals consider themselves more as “we ” rather than “I ” and “them ” with 
regards to the organization, the more their psychological contract focuses on 
implicit emotionally-centred elements such as trust and loyalty rather than economic 
exchanges, usually mentioned explicitly in their contract. The received transactional 
elements, such as a training opportunity get to be perceived as the outcome o f the 
growing relational aspect o f their psychological contract.
The emergent themes from the qualitative research show that employees generally 
focus more on the relational rather than the transactional elements of their 
psychological contract. Both forms were indicated to be present, though the 
quantitative results show that they were inversely correlated with each other, in line 
with Millward and Hopkins’ (1998) assertion. However, it seems like it is the 
relational elements that define the employing organization as being distinctively 
different from other organizations. Furthermore, the received transactional elements 
such as bonuses and training packages serve to enhance the relational aspect of their 
psychological contract.
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The salience of perceived organizational support as an outcome of this research 
merits some discussion here, since it is clearly an important relational element of the 
psychological contract which featured in the qualitative data of all three time points. 
Millward and Brewerton (2000) consider it as an important indicator of 
psychological contract fulfilment. The participants’ shared experiences seemed to 
indicate that this factor performs a central mediating function to psychological 
contract maintenance. This is in line with Armeli et al.’s (1998) assertion mentioned 
earlier that this concept “appears to be an important source of esteem, affiliation, 
emotional support, and approval in the workplace” (p. 293). In terms of personal 
identity, perceived organizational support serves as a platform for individuals to 
attain or maintain an enhanced sense of self, particularly their self-efficacy and self­
esteem. Continuity is also achieved through the support to work on their set goals 
and career path that they believe they can follow through their employment.
Perceived organizational support develops employees’ organizational identity as it is 
used as a gauge for whether to engage with it or not. Its presence results in a positive 
depiction of the organization and one that they are willing to be part of. Their self­
esteem is enhanced through their association with this social group. Moreover, their 
need for distinctiveness is met through their belief that the organization’s ability to 
provide such support stands out from other employers, providing a distinct group 
membership. Thus all four principles of IPT (Breakwell, 1986, 1993) and the tenets 
of social identity (Tajfel, 1978) are fulfilled. As long as this occurs, it is likely that 
the individuals will maintain their psychological contract.
9.4 Implications for Theory
The analysis suggests that an individual’s psychological contract finds its genesis in 
the motive to fulfil identity needs and resolve any related threats. This responds, at 
least partially, to a deficit in the literature about what causes and forms the 
psychological contract since attention has been mostly focused on attaining a 
description of the content per se (Rousseau, 2001). Furthermore, findings indicate 
that the interdependence between psychological contracting and identity fulfilment 
must be acknowledged and accounted for theoretically. Examining the process of 
psychological contracting requires consideration of the changing identity needs
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across the employee’s life span, thus recognizing the complexity of the dynamic and 
temporal nature of this phenomenon.
Employees might experience a violation of the unspoken and undefined aspect of the 
psychological contract related to an assumption that the employer will attend and 
respond to their changing identity needs across their lifespan. For example, if the 
transition to parenthood with its relational demands does not result in a desired 
organizational response through adjustment in the working conditions, the 
psychological contract may be perceived as having been violated. The perceived 
breach will then possibly become a threat to their more recently established sense of 
identity. This might lead them to move away from the organization in order to 
resolve this newly created threat (that is, a lack of self-efficacy in their relational 
capacity as a parent). Taking Weick’s (1995) connotation of sensemaking, the 
psychological contract might seize to make sense to the individual. This identified 
deficit in the theoretical understanding of psychological contract maintenance can be 
resolved by considering other sources of identity needs fulfilment such as family or 
any other non-work interests.
The adoption of a multi-systemic approach in the examination of the psychological 
contract seems to be appropriate since the centrality of personal identity processes 
and the fact that individuals might gain access to other identity fulfilling settings 
have been established. The employing organization provides new recruits with an in­
group which gives them a sense of identity needs’ fulfilment (Tajfel, 1978). Thus 
maintenance of the psychological contract’s intactness does not simply depend on the 
relationship of the individual with the organization but also on the fit between the 
multiple systems in which the individual operates (that is, both work and non-work 
environments).
It seems reasonable to hypothesize that subsequent involvement in other identity 
affirming systems allows the individual to become less dependent on the work 
organization to provide such fulfilment. Indeed, involvement in these alternative 
systems might be sought if the organization does not continue to account for their 
changing identity needs which might be more easily fulfilled by them. If the
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organization manages to evolve so as to retain a capacity of sufficiently contributing 
to the fulfilment of these identity needs, the psychological contract, even if 
threatened or questioned is likely to be maintained. On the other hand, if there is 
gross misalignment between personal needs and the organizational offers, then the 
individual might decide to move away from the existing unfulfilling system. This 
underlines the importance of taking a multi-systemic approach to understand the 
development of the psychological contract.
9.5 Implications for Research
This research raises interesting possibilities for future investigations. Based on its 
outcome, it seems plausible to expect that a positive psychological contract would 
remain in place through the sustained fulfilment of the four identity requisites, 
namely distinctiveness, continuity, self-esteem and self-efficacy. Furthermore, a 
perceived balance between one’s organizational identity and other identities must be 
maintained. It is therefore interesting to investigate the centrality of this equilibrium 
beyond the first year of employment or if other idiosyncratic factors are at play. 
Results can then be compared to the present outcome to enhance our understanding 
on psychological contract development.
Further research can also recognize any other aspects of identity that become salient, 
for instance, in relation to Erikson’s (1959, 1963) psychosocial stages and Super’s 
(1980, 1990) career-focused theory. As an example from this research, the 
participant who became a parent in the first months of employment could no longer 
tolerate working long hours since it became incongruent to the requisites of his new 
psychosocial stage in his life, something which was acceptable before. Moreover, 
another participant had moved on from a satisfactory employment of 20 years, to re- 
explore his career development.
With regards to the quantitative study, it would also be interesting to examine the 
strength of the identity elements at entry point and to see whether these differ 
significantly from the 3-month time point. For example, a research question that 
evolves firom this thesis is whether social identity is stronger at the point of entry and 
whether it is maintained constant beyond the first year of employment.
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Moreover, it is surprising that so little attention has as yet been given to individual 
characteristics, considering the idiosyncratic nature of the psychological contract, 
and these merit further investigation. This area of research would benefit from 
studying additional individual factors that can contribute to employee perception, 
other than identity, in psychological contract formation. Researchers acknowledge 
that its development is influenced by the employee’s individual characteristics, such 
as personality traits (Rousseau, 2004; Rousseau & Tirojiwala, 1998). Indeed, 
Nikolaou, Tomprou and Vakola (2007) contend that “the subjective nature of the 
psychological contract implies that personality should have an effect on employees’ 
perceptions of their employers’ inducements, thus affecting the development, 
formation, maintenance and breach or violation of their psychological contract” (p.
For instance, the outcome of an experimental study on response to breach concludes 
that neuroticism influences emotive and cognitive reactions while agreeableness 
influences emotive reactions (Ho, Weingart & Rousseau, 2004). Ho et al.’s (2004) 
research shows that individual reactions to breach vary amongst employees, 
indicating that consideration of personal characteristics is fundamental. Although 
studying personality variables was beyond the scope of this thesis, measures of 
personality factors in future research would better inform psychological contract 
theory on their role in its development. In particular, research attention must be 
placed on well-functioning psychological contracts, that is, fulfilment rather than 
violation, taking an optimistic view of the employment relationship.
Another potential area of research is the role of emotions in the psychological 
contracting process. Although emotional responses have been acknowledged to play 
an important role (such as Dulac, Coyle-Shapiro, Henderson & Wayne, 2008; 
Riketta, Van Dick & Rousseau, 2006), their contribution to psychological contract 
formation, maintenance or termination is still underinvestigated. In this research, 
emotions indicated how individuals reacted to encountered situations. However, it 
would be useful to measure the intensity of these emotions and to what degree these 
varying levels bring about changes in the employees’ perception of their 
psychological contract.
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9.6 Implications for Practice
Since the psychological contract is a subjective experience (Millward and Herriot, 
2000), it must be continually maintained and managed on a personal level and in 
relation to the individual’s salient current identity needs. Negotiation of career 
contracts needs to be considered at an “individual” level and not only at a collective 
“normative” level (Millward & Kyriakidou, 2004). In an organizational change, 
individuals’ psychological contract does not only depend on the effect that the 
change has on one’s occupational role and present identity. Rather it also depends on 
how the future organizational identity would fit with their perceived present and 
future personal identity, which includes both their work and non-work roles.
The outcome informs organizational managers and human relations personnel on 
what employees perceive as crucial through the process of psychological contracting 
and organizational change programmes. The practical implication drawn out from 
this research is that organizations must incorporate a system of monitoring the 
changing identity needs of its employees on a regular basis, perhaps as part of the 
staff development programme. Taking into account the marked difference in 
employee perception at the 6-month time point, it is recommended that a formal 
appraisal is scheduled well before this stage of employment, perhaps at 3 months 
from initiation. Research such as reported here can also inform our understanding of 
predictable identity needs and changes in these needs as a function of personal 
circumstances. This would allow the employer to stay in tune with the employees’ 
developing identity needs without the risk of losing sight of both individual and 
organizational needs. Consequently the employer can respond to the employees’ 
identity needs effectively through the adaptation of their working conditions to suit 
them, hence adjusting the psychological contract to remain aligned with their 
evolving identity. Such measures augur for more effective employee retention.
In fact, a summary of the interviews’ outcome with the managers was presented to 
their employing organizations upon request and was discussed over a meeting with 
the Head of Human Relations. Since then, several changes have been implemented 
which took the feedback from this research on board.
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9.7 Redefining the Psychological Contract
Rousseau’s (1989, 1995) description of the psychological contract as the employee’s 
subjective plausible interpretation of the exchange that occurs between the two 
parties is supported through this research. Her definition of the concept is 
“individual beliefs, shaped by the organization [italics added], regarding terms of an 
exchange agreement between individuals and their organization” (Rousseau, 1995, p. 
9). However, this research shows that the individual beliefs about the employment 
relationship are shaped primarily by the need to fulfil one’s identity and the extent to 
which this is being achieved through the exchange. Such an understanding is similar 
to the outcome from my previous research with the Royal Navy (Cachia, 2008).
The centrality of individual identity as the driving force defines the psychological 
contract as an expression of the self. Thus attention is shifted from the negative 
effects of psychological contract breach brought about by the organization, which 
has so far been the main research focus, to the positive effects on the individual 
concerned. This seems to be more appropriate since the psychological contract is 
primarily a property of the individual. Furthermore, taking this perspective means 
that examining any perceived breach requires the consideration of individual 
development as well as organizational changes.
One participant’s reference to her initial months of the employment relationship as a 
“honeymoon” period endorses Conway & Briner’s (2005) assertion that the term 
psychological contract can technically be applied to any interpersonal relationship, 
including couples. (The term is nevertheless reserved to represent the employment 
relationship.) A fulfilled psychological contract is perceived and acknowledged by 
the employee as a positive relationship that develops and matures into a stable 
association between the two parties. Otherwise, if it turns into a negative interaction, 
it is bound to be terminated, similar to other relationships.
This research suggests that since identity precedes the psychological contract, the 
individual tends to choose the organization through which he/she believes that one’s 
identity can be fulfilled. Self-esteem, self-efficacy, continuity and distinctiveness are
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sought to be attained, maintained or enhanced, and one’s association with an 
organization is believed to provide these four elements.
In addition, the individual strives to achieve a balance between the new role and 
other pre-existing roles or additional roles taken on through the employment. 
Although upon entry and in the initial months of employment, one’s organizational 
identity takes prominence, it becomes less so through the following months. This is 
reflected in a behavioural change as employees expect to invest less time and energy 
on their employment so as to have more time for their other interests. The 
psychological contract continues to exist as long as this balance can be maintained. 
Furthermore, an individual seeks an organizational identity to fulfil one’s personal 
identity and it is the expression of the latter that seems to be mostly crucial in 
sustaining the psychological contract. Thus even if the organizational identity does 
not remain as salient as it was initially, the psychological contract can remain intact.
This thesis’s contribution is by adding another dimension to what factors contribute 
to the formation and development of the psychological contract. It has provided 
evidence that the psychological contract is greatly influenced by individual factors 
such as values, life situations and personal development issues. Outcome from 
previous research on the exchange that occurs in the relationship between the 
employer and employee has been confirmed. However, it is here recognized that the 
received external messages such as corporate identity serve as a medium through 
which the decision for psychological contract engagement is made rather than the 
factors on which it is founded. Furthermore, this research highlights the fact that the 
individual’s presented identity needs, whose resolution provide a sense of self, are a 
crucial internal message in the psychological contracting process.
9.8 The Applied Methodology: Its Strengths and Limitations
This section takes note of the particular strengths and limitations of this research. 
Although the present research carries the capacity to contribute to the psychological 
contract literature through new and unique insights, aspects of its design inevitably 
raise concerns about its validity and should be addressed. Specifically, issues related 
to the recruited sample, the chosen method for data collection and analysis are
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discussed here as the resulting outcome of any research project is dependent on these 
three aspects.
9.8.1 The Research Sample
A substantial number of studies on the psychological contracting process use a 
longitudinal design involve university students on work placements or graduate 
programmes. However, the participants in this study were full time employees in 
regular employment, most of which were engaged in previous employment. While 
adding richness to the collected data, the research sample enhanced the external 
validity of the outcome. Furthermore, this research includes the views of participants 
who terminated their psychological contract, therefore gaining insight on what 
factors contributed to its cessation.
This thesis dealt with a relatively small number of participants but had a broader 
theoretical agenda. Such a combination might undermine its adequacy to reach its 
objective. Reflecting on a study with a comparable methodological design and 
sample size, Yates (2003) aptly sums up the benefit of its outcome on three counts. 
Firstly, it was about “noticing” occurring processes that had not yet been drawn 
attention to, thus enhancing theoretical awareness. Secondly, it involved 
“interpreting” these processes through comparison of the data at an interpersonal and 
intrapersonal level, that is, between the different participants and at diverse time 
points. Thirdly, the researcher engaged in naming these identified processes, which 
Yates refers to as “inscription”, as they were located within the already established 
broader theoretical model. Adopting a metaphor used by Haslam and Reicher (2006) 
in discussing the issue of a small sample, the present research should be regarded 
“not as a stand-alone contribution but as one very important and hitherto missing 
piece that fits into a far larger jigsaw” (p. 1048). Generalization can therefore be 
made on the basis of theory rather than the data itself.
A salient element is the source of data itself. As noted in Chapter 5, most 
participants were qualified white-collar workers, generally in superior roles within 
their employing organization. So the story presented in this thesis may only 
represent the experience of such individuals who are potentially more self-aware and
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motivated, and with a vaster range of job opportunities available to them. Indeed, 
participants, particularly the teachers, expressed how their involvement in this 
research project facilitated their reflective process of their adjustment to the new 
employment, showing a predisposition for introspection. One interviewee said:
“I was actually going back to the old questionnaires and the journal 
(the diary study) because it’s, it’s amazing how quickly you forget 
how things go good and how things go bad and it’s, it’s quite nice 
to have that to fall back on to and look back on to and to think “Oh 
yes, that’s what it was like and it’s better now or different now.”
So I really quite enjoyed this experience. It was really, really 
interesting and it helped me focus on what was, every now and 
again it helped me pull out from what could be, you know really 
emotional stressful situations, to just look at it from the outside, 
which I think was very helpful in all the incidences.” (Kim)
In fact, the teachers perceived their participation as a complement to the 
requirements of their job, as one interviewee expressed: “It’s been an excellent thing 
for me to get involved in, in the first year because it’s made me very reflective and I 
have to do that for my job so it’s actually been very helpful.” Similar feedback was 
attained regarding the diary study. The participants, who were teachers for the most 
part, found the process of completing the diary to be “straightforward”, “easy and 
insightful”, “interesting and fulfilling”, and “an opportunity to reflect on the day”. 
They found it useful because, as one respondent expressed, “it made me more 
reflective which is crucial to my job.” Thus it would be interesting to replicate this 
research with other populations, examine what different stories emerge, and how 
these compare with the one presented here.
9.8.2 Data Collection Method
The choice of a longitudinal design with three time points over a year, involving both 
qualitative and quantitative techniques addresses a gap in psychological contract 
literature since most studies are cross-sectional. This was a challenging approach, 
particularly in recruiting participants and in dealing with attrition. Perhaps, this 
explains why such few studies on the process element of the psychological contract
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have been conducted and these have been generally limited to quantitative studies. 
The strength of this research also lies in the fact that it is a field study, thus 
examining a real-life situation.
This research can be criticized for using self-reporting techniques, which are 
subjective and can result in common method variance. However past studies support 
this approach as subjective methods have been found to have more predictive power 
than objective techniques (Cooper-Thomas, Van Vianen & Anderson, 2004) and 
more effective in examining change (Kristof, 1996). It could also be argued that the 
obtained results are simply an artefact of the applied methodology, especially since 
the explorative nature of this research focuses on the qualitative design. However, 
the open-ended nature of the prepared questions, both in the interview schedule and 
the diary study forms allowed for any salient issue to the participants to be 
communicated. Their inductive nature afforded the exploration of the participants’ 
experiences, both conscious and unconscious aspects. These techniques relied 
heavily on the interviewees’ contribution and the researcher’s role was to empower 
them by acknowledging their expertise in the area.
Using the same interview guide and diary forms for Study 1 and 2 reduced the 
possibility that the difference in the outcome was an artefact of the presented 
questions. However I realised that in the interviews, it was more difficult for the 
participants to point out their peak experiences in Study 2 and required more 
probing. This could be due to the fact that their work situations were less novel so 
they stood out less. It could also indicate that the participants were less willing to 
participate in an exercise they had already done a few months earlier.
Miner, Glomb and Hulin (2005) note that study participants favour the diary 
methodology as they experience it to represent “their work lives much better than 
static methods” (p. 190). However, this did not seem to apply to the current research 
as a substantial number of participants considered it to be too time consuming to 
manage in their working day. In fact, only 11 out of the 26 interviewees managed to 
complete the diary study. This resulted in a small sample size for this aspect of the 
research. Also, every participant seemed to focus on one characteristic of their
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employment across the five days, for example, workload, recognition or events 
related to becoming confident in their job. Thus future research would definitely 
benefit from a larger sample so that possibly, a greater variety of experiences is 
explored. This also applies for the quantitative study. Its aim in this research was to 
further inform the qualitative component on the developmental process of both 
psychological contract and identity aspects. However its small number of 
participants means that it lacks the statistical power required, making it difficult for 
its outcome to have validity in its own right. A future longitudinal survey with a 
larger sample on both constructs simultaneously is therefore recommended.
Furthermore, the nature of the sample for the diary study, consisting solely of 
females and predominantly from the teaching profession affects the extent to which 
the results can be generalised to the wider population. This selection seemed to be 
based on the profession, rather than the gender. Examining their work practice is 
part of the teachers’ culture so their participation in this study was considered as an 
enhancement to their reflective process.
Despite the lack of face-to-face encounters, since contact was maintained through 
telephone and email communication, rapport was still established along the research 
process. This was particularly encouraged since contact was made over a length of 
time. In a concluding interview, one participant explained how even if she had not 
met me personally, she felt that a relationship had been built and she was 
comfortable to share personal thoughts and experiences with me. She continued:
“I just want to tell you that I found taking part in this as really 
helpful. It’s all in my head sometimes and because I don’t have a 
partner, I don’t actually talk to people. You’ve put a lot of things in 
perspective to me. You’ve helped me with a lot of things and today 
when I wrote my personal statement for my Masters’ application, I 
actually thought back a lot to the interviews we had.” (May)
Such feedback made salient my responsibilities as an interviewer. Indeed, King’s 
(1996) advise to define the boundaries and clearly distinguish the research interview 
from a counselling interview prior to conducting the research came in useful.
212
A presented challenge was in managing the different aspects of the data collection. 
Having the three studies, that is, the interviews, questionnaires and diary studies, 
being conducted simultaneously at the three time-points involved a great deal of 
administration in setting up appointments and sending out all necessary 
documentation and reminders to collect the data. A lot of organization was required 
to keep in contact with all the participants, effecting the necessary communication in 
its appropriate timing.
9.8.3 Data Analysis
As the qualitative data from each time point was intended to be analysed separately, 
it was initially planned out that the data from the interviews at one time point would 
be analyzed immediately after. However this meant that analysis overlapped with 
the following time point’s data collection was being conducted. It was soon realised 
that this practice was interfering with the quality of both aspects of the research. 
Since different time points generated diverse participants’ meaning of their 
psychological contracting process, it was required that the researcher remained in 
touch with the particular issues relevant to the time point in which the interviews 
were taking place. This facilitated the researcher’s understanding of the participants’ 
experience at every time point, since it was easier to follow the common thread that 
ran across each set of interviews. Thus while transcription and initial analysis was 
conducted right after data collection at each time point, complete analysis of the 
three time points was done after the data collection was finalised.
Furthermore, a qualitative approach inevitably involves and is limited to the 
researcher’s interpretation of the results. Since this was an individual project, the 
researcher could have missed crucial parts of the participants’ stories which could 
have otherwise been noticed by other researcher/s. This limitation was reduced 
through the supervisor’s review of the coding and thematic analysis. Furthermore 
the participants’ involvement in confirming the interpretation of their account was 
instrumental and their feedback was taken into consideration, applying any 
modifications necessary to better represent their story.
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9.9 Personal Reflections
While a critique of the applied methodology is presented above, I here present some 
personal reflections about my role as the researcher conducting this project. An 
intriguing element was my involvement in conducting this study. During data 
collection, I generally felt empathie towards all of my participants, especially as they 
talked about their uncertainties and effort to fit into the new organization and work 
commitments. My own experiences of adjustment at a new workplace helped in 
establishing a sense of understanding with the interviewees. However, f  realised that 
I was particularly sensitive to work-family balance issues that were brought up.
Being a mother of two young children myself, I consider this to be a salient matter so 
I could closely relate to the interviewees’ concerns about managing these two 
domains affectively. This awareness led me to be cautious during my analysis and 
interpretation, repeatedly referring to the transcripts to make sure that the data source 
was their content rather than my own views and experiences.
Being my first experience of a longitudinal study, I was concerned about participant 
attrition along the research process. However, through this experience, I became 
aware that the participants became more and more involved as the research 
progressed. I was somewhat surprised that all the participants at Time 2 were also 
willing to participate at Time 3. I also appreciated the interest participants showed in 
my research outcome.
In terms of data collection methods, my main apprehension was on the use of 
telephone as a mode of conducting qualitative research, for two reasons. First of all, 
although I had ample experience in using the telephone for quantitative studies in 
market research, I had never conducted qualitative studies across this medium. 
Secondly, I was influenced by the fact that this bias is widely shared amongst 
researchers since it is perceived as an inferior mode to face-to-face interviews (as 
noted by Novick, 2008). Perhaps the limited number of journal articles addressing 
the use of the telephone medium are testament to this viewpoint. However, having 
now experienced telephone interviews, I came to appreciate that the medium 
complements semi-structured interviews, particularly where data analysis is focussed 
on the textual content. The absence of visual cues necessitated any communication
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to be verbalised, which in turn, enriches the textual data further since any non-verbal 
communication that is usually presented in face-to-face interviews needed to be 
articulated. This did not pose any difficulty to the interviewees, indicating that 
people have become comfortable to expressing themselves across this medium.
I became aware that in everyday settings telephone conversations naturally follow a 
semi-structured format, even if unintentionally, as the caller has some form of 
agenda to be achieved from the communication which motivates the phone call to be 
made. I also realised that nowadays people have become accustomed to long 
telephone conversations so obtaining in-depth answers was generally not an issue. I 
was also concerned about dropout rates as I reasoned that it is very easy to withdraw 
by not responding to the call at the set interview time. However, this was not the 
case and as Smith (2005) contends, a lack of response to a set telephone interview 
was due to forgetting or an unexpected happening. I found that in line with this, all 
interviewees were ready to reschedule once I phoned, texted or emailed them some 
time later. In some cases, the participants called back themselves to set a new 
appointment, once they were available. I concluded that though telephone interviews 
were perceived as demanding less time and effort, this did not result in lesser 
commitment but actually enhanced it.
Thus I can now see this technique as a useful tool, particularly in organizational 
research, as it gives access to a wider population. In response to the very limited 
research on the effective use of the telephone medium for qualitative research, a 
journal article was published on this topic, making reference to its application in this 
research (Cachia & Millward, 2011).
9.10 Chapter Conclusion: Towards an understanding of how individual identity 
influences the psychological contract
The main theoretical contribution from this research is that the psychological 
contract is an expression of individual identity, and serves as a channel to fulfil one’s 
identity needs. Individuals seek to maintain their psychological contract with their 
employing organization as long as these needs are perceived to be attended to by 
their employer. The implication for research is that examination of the psychological
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contract must not only consider the employment relationship. Instead, it must also 
account for the employees’ changing identity needs, life span maturational processes 
as well as the individuals’ affiliation to other identity-providing environments such 
as family. On a practical level, an organization is more likely to retain its employees 
if it develops an appreciation of predictable identity needs and changes in these needs 
as a function of personal circumstances. Such an understanding enables the 
employer to respond effectively by adapting their working conditions since this is 
required to maintain the necessary stability of the employees’ psychological contract. 
This research has provided a more complete picture on the influencing factors of 
psychological contract formation, development, maintenance and management.
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A ppe n d ix  A:
Interview 1
Notes to researcher;
1. Check that all the required materials are in place: recording device connected to 
telephone line; paper to take notes; information sheet and consent form in case the 
participant has any queries about their content.
2. Seek informed consent to interview and record the interview.
3. Explain the objective, structure and timescale of the interview.
Introduction
Thank you for your time and contribution to this research. The purpose of this 
interview is have a structured conversation about what it means to you to be part of 
this organization and look closely at the various aspects of your experience since you 
joined this organization. It should take us about 15/20 minutes. ITl be asking you 
some questions but feel free to talk about things that you consider relevant, even if I 
do not ask about them directly. May I remind you of your right to not answer a 
particular question and also to withdraw completely. Once again I want to assure 
your that the interview will be confidential and I will only use the outcome for my 
research.
Do you want me to go through the information sheet and consent form? (These 
would have been previously sent via email to the respondent). Do you have any 
questions about their content? Do you give your consent?
Have you any questions or concerns that we need to address before we start?
Are you ok about me recording the interview? The reason for this is solely for 
research purposes, to be able to transcribe it later. There will be no name attached to 
the script so it will remain fully anonymous.
Initial questions for rapport building
Can you tell me a bit about your role in this organization?
What is it like to be part of this organization?
What does it mean to you?
How did you choose to come and work here in the first place?
What were your initial impressions?
What did you do before you joined?
What did you think that this organization could offer that you weren’t getting in your 
previous job?
Main exercise
Note to researcher: The interviewee is asked to take an A4 sheet, place it in portrait 
position and make a horizontal line across the middle with the left-hand side end
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being marked as “on application” and the right end marked “now” representing the 
present date.
In this interview we are going to be focussing on those experiences which stood out 
since you joined this organization. They don’t necessarily need to be life-changing 
experiences but ones that have come up as a surprise or that you can recall to have 
remained printed in your mind or perhaps have had impact on your life. These 
experiences do not necessarily need to be work related but anything that occurred 
during this time period.
Can you recall any peak experiences that you can map across this timeline? These 
experiences can be both positive or negative or contain both positive and negative 
elements. I would like you to mark a key word or two across the line for each event 
that comes to mind. If it is positive, you can place it above the line while if it is 
negative, you can put it below the line, or in the middle if it has both negative and 
positive aspects to it. Take your time to do this and when you’re ready, I would 
appreciate if you can talk me through them.
(If further explanation is requested) What I mean by surprises are things that you 
have experienced during this time which were unexpected or unanticipated and 
which made you reflect on them. This is common for people joining any new job as 
they come to experience the actual job environment.
Questions for probing
Why was it so surprising?
Why did this instance stand out?
What were you doing at the time?
What were you feeling?
How did you deal with this?
How do you feel about it now?
What influence has it had on you?
What are the consequences/results of this experience?
Final questions
That ends our exercise! I would like to close with some concluding questions.
What advice would you give someone considering to join the profession? ...and the 
organization?
What might make you consider leaving?
What might ensure that you would stay?
What are you most proud of?
Would you like to add anything else that you think it would be useful to know?
Do you have any questions?
Once again thank you so much for your time and contribution to this research. I 
really appreciated it. Can I check if it is still ok for me to contact you in 3 months’ 
time to conduct a 2"  ^interview? It will be similar to this one.
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A ppe n d ix  B:
Interview 2 and 3
Notes to researcher:
1. Check that all the required materials are in place: recording device connected to 
telephone line; previous interview transcript and notes taken in previous interview; 
prepared questions to follow up previous interview; paper to take notes; information 
sheet and consent form in case the participant has any queries about their content.
2. Seek informed consent to interview and record the interview.
3. Explain the objective, structure and timescale of the interview.
Introduction
Thank you for your time and contribution to this research once again. The purpose 
of this interview is similar to the first (and second interview). It’s a structured 
conversation about what it means to you to be part of this organization and look 
closely at the various aspects of your experience since our last conversation. It 
should take us about 15/20 minutes. I’ll be asking you some questions but feel free 
to talk about things that you consider relevant, even if I do not ask about them 
directly. May I remind you of your right to not answer a particular question and also 
to withdraw completely. Once again I want to assure your that the interview will be 
confidential and I will only use the outcome for my research.
Have you any questions or concerns that we need to address before we start?
Are you still ok about me recording the interview? The reason for this is solely for 
research purposes, to be able to transcribe it later. There will be no name attached to 
the script so it will remain fully anonymous.
Initial questions for rapport building
Has your role in this organization changed in any way?
What is it like to be part of this organization now?
What does it mean to you now?
In what way is your impression of the organization different since we last spoke?
Do you still think that this organization can offer what you weren’t getting in your 
previous job?
Main exercise
In this interview we are once again going to be focussing on those experiences which 
stood out in the last months, ones that you can recall which are both work-related and 
not. If you remember, last time I asked you to make a horizontal line across an A4 
sheet with the left-hand side end being marked as “on application” and the right end 
“now” representing the present date. Can I ask you to do the same, this time marking 
the left end with the date (researcher provides date) when I had interviewed you and 
the right end with “now”.
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Can you recall and mark any peak experiences, both positive and negative, that you 
can map across this time line? When you’re ready I would appreciate if you could 
talk me through them.
(If further explanation is requested) These experiences can be both positive or 
negative or contain both positive and negative elements. I would like you to mark a 
key word or two across the line for each event that comes to mind. If it is positive, 
you can place it above the line while if it is negative, you can put it below the line, or 
in the middle if it has both negative and positive aspects to it.
What I mean by surprises are things that you have experienced during this time 
which were unexpected or unanticipated and which made you reflect on them. This 
is common for people joining any new job as they come to experience the actual job 
environment.
Questions for probing
Why was it so surprising?
Why did this instance stand out?
What were you doing at the time?
What were you feeling?
How did you deal with this?
How do you feel about it now?
What influence has it had on you?
What are the consequences/results of this experience?
Follow up from last interview
Note to researcher: Ask questions following outcome from last interview if these are 
not already addressed by the interviewee.
For example:
Last time you talked about..., do you still feel the same about that situation?
Has anything changed about... since we last spoke?
Final questions
That ends our exercise! I would like to close with some concluding questions.
Now that you know more about the organization, what advice would you give 
someone considering to join?
What might make you consider leaving at this stage?
What might ensure that you would stay?
What are you most proud of in the last 3/6 months?
Would you like to add anything else that you think it would be useful to know?
Do you have any questions?
Once again thank you so much for your time and contribution to this research. I 
really appreciated it.
(For 2"  ^interview only) Can I check if it is still ok for me to contact you in 6 months’ 
time to conduct our 3"^  ^and last interview? It will be similar to this one.
259
A ppe n d ix  C:
Participant Information Sheet
Thank you for showing interest in participating in this research, which has been 
reviewed and given a favourable ethical opinion by the University of Surrey Ethics 
Committee. The aim of this document is to provide you with information about the 
study so that you can make an informed decision about whether you wish to 
participate or not.
This research aims at gaining a better understanding of the employee’s perceived 
relationship that develops between an employee and its employing organization 
within the first year of employment. It aims at advancing our knowledge of how this 
relationship forms and develops and what factors/experiences really matter for the 
employee to decide to maintain this relationship. The outcome of this research can 
inform organizational policy makers about how to better manage this interaction 
between the two parties. Through participation, this experience can also serve as a 
consolidating experience since it is a means of reflection for your personal 
development on your new occupation.
You are invited to participate in three telephone interviews to be held over a 9-month 
period. In each interview you will be requested to talk about the events happening 
during your work experience that you consider relevant. There is no test of 
knowledge, understanding or performance involved, as the study is focused on your 
experience as you relate them in your own words. The interviews are planned to last 
no longer than half an hour, over the phone, where the researcher binds to be in a 
locality that can maintain privacy and confidentiality. Your consent will be sought to 
tape record the interviews on the assurance that once transcribed, these tapes will be 
destroyed. These transcriptions will only be accessible by the researcher and used 
for the purpose of data analysis. Before each interview, you will be presented with a 
questionnaire where you are asked to choose from ‘strongly agree, agree, neither 
agree or disagree, disagree and strongly disagree’ to 32 statements. At the end of the 
first and third interview you will be presented with a diary study including 5 identical 
forms which you are requested to fill in over the next consecutive 5 working days. 
This part of the study follows the same aim as the interview, that of learning more 
about the day-to-day events that effect your employment relationship.
You may at any time withdraw from the research without having to give a reason. 
Furthermore, if you ever require any further information, please ask without 
hesitation. Any information obtained during this research will remain confidential as 
regards to your identity. Once the project is complete this information will be 
destroyed. In the interim this information will be kept in accordance with the Data 
Protection Act 1998.
Should you have any further questions about this research once the interview is 
concluded please feel free to contact me.
Name and contact details of Principal Investigator:
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Ms Moira Cachia 
Department of Psychology 
School of Human Sciences 
University of Surrey 
Guildford GU2 7XH 
Tel: 07942 076773 
m.cachia@surrev.ac.uk
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A ppe n d ix  D:
Participant Consent Form
• I voluntarily agree to take part in the study on the employee’s subjective 
experiences which influence one’s perceived relationship with the employing 
organization.
• I have read and understood the Information Sheet provided. I have been given a 
full explanation by the investigator of the nature, purpose, location and likely 
duration of the study, and of what I will be expected to do. I have been advised 
about any discomfort and possible ill-effects on my health and well-being which 
may result. I have been given the opportunity to ask questions on all aspects of 
the study and have understood the advice and information given as a result.
• I agree to comply with any instruction given to me during the study and to co­
operate fully with the investigators. I shall inform them immediately if I suffer 
any deterioration of any kind in my health or well-being, or experience any 
unexpected or unusual symptoms.
• I consent to my personal data, as outlined in the accompanying information sheet, 
being used for the research project detailed in the information sheet, and agree 
that data collected may be shared with other researchers or interested parties. I 
understand that all personal data relating to volunteers is held and processed in 
the strictest confidence, and in accordance with the Data Protection Act (1998).
I understand that I am free to withdraw from the study at any time without 
needing to justify my decision and without prejudice.
I confirm that I have read and understood the above and freely consent to 
participating in this study. I have been given adequate time to consider my 
participation and agree to comply with the instructions and restrictions of the 
study.
(Verbal consent was obtained at the beginning o f the interview)
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A ppe n d ix  E:
Example Transcript 
Participant 6 — 1®* Interview
Participant 6 is a female in her twenties who is in her first year of teaching. She was 
accepted on the job towards the end of the previous scholastic year when she 
attended a number of staff activities and was introduced to most members of the 
organization. The research interview was held at the end of her first month teaching, 
three months after she was accepted on the job. The name of the school which was 
mentioned twice has been omitted.
The Interview initiates with the introduction as per interview schedule (Appendix A), 
where information about the research was given, the participant’s consent was 
obtained and any questions were clarified.
(Int = Interviewer; Res = Respondent)
Int: Can you tell me a bit about what it’s like to be part of this organization?
Res: Sure, yeah. Obviously I’ve only been there for four weeks (actual teaching) so 
it’s still quite new and there’s around, it’s probably about 100 teachers actually but 
unlike some schools, it feels really friendly and everybody is very welcoming, 
especially in the staff room. Because sometimes the staff room can be a bit bleaky 
and a little bit intimidating almost but the staff room here is lovely and I’ve met lots 
of different people from different departments and everyone has been very friendly 
and very welcoming and had a chat with me. As I ’m the only, it’s quite unusual. I’m 
the only Newly Qualified Teacher there. Usually there’s a few people so I think 
people are sort of looking out for me a little bit more perhaps. My department is, 
they’re all very nice, very friendly, very welcoming. I’m working out who’s sort of 
more helpful than others at the moment which is good but it’s difficult in a way 
because everyone works quite independently so, there was some kind of guidelines 
as to what I should be doing but not as many as my placement, you know, during my 
training. So that’s taken a bit of getting used to and sometimes the answer if I ask 
how I should do things is kind of “well you need to find your own way” so yeah 
that’s absolutely helpful! But I really like it, I think. I find it difficult. I like it a lot 
when I’m there but then when I’m not there, I feel more anxious about it, I think 
because I feel like I’m spending a lot of my own time doing work and I knew that 
that would be the case but I find it quite depressing on a Saturday. Kind of Saturday 
is the only day I get off now instead of couple of days and I’m doing work in the 
evenings and things and I know that will get better over the years but it’s kind of, it’s 
such a long term thing to think about “oh look, this will be better in two years’ time” 
that I find it hard to have that as a goal at the moment, if you see what I mean.
Int: Yeah, so in a way you didn’t anticipate it to be like this?
Res: Well, it’s hard to know really because last year, even though the training year is 
good preparation for what you’re going to be doing, you don’t have a complete 
timetable. So you have a reduction. So you know that whatever you’re going to end 
up doing is going to be more work but you don’t know how much more so that’s 
taken a bit of getting used to. Then you’re obviously sort of building relationships 
with the students, some of the classes are harder than others and a lot of the time, 
your questions, or sort of, “how should I deal with this?” is kind of met with people
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saying “oh that comes with experience” which doesn’t really help you. You know, 
in a way, more experienced people can’t articulate how they do what they do because 
it’s kind of inherent, isn’t it? They’ve learnt how to do it and they don’t really break 
it down perhaps but it can be hard to then work out how to do things that you don’t 
necessarily know how to do. You know, if someone can’t articulate it to you. So, 
yeah.
Int: When you were comparing this staff room with others as being less intimidating, 
was that with your placement experience?
Res: In a way, yes. It seems other people say that as well. I’ve spoken to, some other 
staff were saying when they’ve been to other schools for courses and things, they 
find that the staff room here is very friendly and other places not so much. But my 
first placement, the teachers didn’t use the staff room at all. They had individual 
subject staff rooms so it meant that you spent all your time in there and you didn’t 
meet anyone from any of the other departments so you just didn’t meet the other 
teachers at all which meant that you couldn’t build up good relationships with kind 
of form teachers and you didn’t create links. You know, you might have never met 
the head of year and in terms of kind of behaviour and managing classrooms and 
things, if you don’t have the link with those people, it can be a lot more hard. And 
it’s just quite isolating and I did feel that there was a definite sort of rivalry almost 
between the different departments and a bit of hostility. The second school I was in 
was much better. The staff room was a much more inclusive place and a lot more, 
everyone chatted with each other a lot more but again because we were students, we 
had our little comer and we felt a little segregated I suppose but this one is much 
better.
Int: How did you choose to come and work here in the first place?
Res: It was... (pause) I applied for quite a few jobs at the end of last year and one of 
my placement schools but I didn’t get it and I applied for a few others, this one 
included and this was the second interview I had and I got it so I was, it was... you 
want to know sort of why I went for it?
Int: Yeah, what attracted you to it?
Res: Primarily because it was a girls’ school and I’d learnt about myself during my 
training year that I feel more comfortable about myself in a girls’ school then when 
I’m teaching mixed. So that, I did apply for quite a lot of girls’ schools. I liked 
where it was because it was quite easy to get to, quite a direct journey. I’d heard 
good things about it. My tutor at University knew the head of department. She was 
an ex-institute sort of student as well so there’s kind of like a network of old institute 
people that they keep in touch with. They can tell you a bit about this department, 
about the head of department what they’re like, that sort of thing. So that’s what 
attracted me to it really but then when I got there, and also there would be the chance 
to teach A level which a lot of schools restrict in your first year because that’s kind 
of more of a privilege I suppose as it’s more enjoyable so it tends to be something 
that might come later on. But here because they’ve got a full sixth form it was 
always going to be available straightaway. And then when I got there, the feel of it 
was just, the way it felt like, the atmosphere just seemed really nice. I met quite a 
few of the department on my interview and I just, I think personality wise we just got 
on very well. They seemed like the sort of people that I’d want to work with, 
especially the head. The head was, we got on very very well. You know, just straight 
away so that was really good.
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Int: So in a way, once you got there, did it confirm the earlier feedback you had 
received before about the school?
Res: Definitely, because I think it’s a very personal thing in a way. You spend so 
much time with the people in your department and you need to feel supported and 
during my two placements there were perhaps a couple of people that I had to work 
with that I didn’t find it easy to work with and that was one of the reasons that I 
didn’t enjoy one of my previous jobs so much because I had quite a negative 
relationship with my manager. That really affected my confidence, my ability to do 
the job really so I wanted to be careful that that didn’t happen again, and yeah, I 
guess one of the main things was, one of my main reluctances as well to leave my 
old job even though I didn’t like it so because I really liked, after that particular 
manager left, the colleagues that I had, I really really enjoyed working with and 
spending time with so I think it’s really important for me to feel that I have good 
relationships with the people I work with. So yeah, it was really, when I sort of 
discovered how nice they all were and how welcoming and sort of, I described as 
somewhere I’d like to work.
Int: You know how you earlier mentioned that you prefer to work in a girls’ school 
rather than mixed, if you had to choose between a mixed school with a good team of 
colleagues and an all girls’ school with not such a good team, which would you 
choose?
Res: Of course I would choose the first definitely because it’s definitely something 
that I could learn to be more comfortable with, I think, working as a teacher of boys 
as well as girls but I just found, in terms of my own level of comfort, you know, for 
some reason teaching boys makes me feel more self-conscious and I look more on 
edge than when I’m teaching girls so, but I would have definitely considered it if it 
was mixed because of the way that the department seemed.
Int: Do you also feel as comfortable with the organization at large? Or is there a 
difference between how you feel with the department to how you feel with the 
organization?
Res: No I think it’s pretty similar. The head is very open to talking to you, you know. 
The first school I was in, the head was very distant. I don’t even think he really knew 
who I was whereas here the head would stop me in the corridor and ask me how it’s 
going so it seems like everyone is taking an interest which is lovely. The senior team 
are lovely. One of them is my mentor actually so I see her for a meeting once a week 
which means I’m involved. I’m also a form teacher so it means I have other, there’s 
another deputy head that I sort of have to liaise with as well and actually, on purpose 
they give you a form to make you more involved in the school life. So I think they 
do think very carefully about how to help you fit in. So I’ve had to work with the 
head of Year 7 who is a DT teacher who I wouldn’t have met otherwise. So it’s 
really good. I definitely think that the whole school is as welcoming as my 
department. At this point, I suppose that if I have a problem, there are several people 
that I could go to and feel confident to talk to them, you know, outside of my own 
department.
Int: What did you do before you joined?
Res: I worked in recruitment, so it’s more sort of a sales environment in the city. I 
did that for two and a half years. Before that I thought in Japan for two years in 
government schools on this scheme and before that I had one year in recruitment in 
Manchester.
Int: So it’s from sales to teaching to sales and then you chose teaching!
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Res: Yeah (laughed)
Int: (Introduced the exercise)
Res: (Talked out as she marked points on the lifeline) The interview was a very 
positive experience. It was around May/June. Then I went in for an INSET, two 
days actually, which was very positive because I got to meet everybody and observed 
some classes. Then it was summer and I did get quite nervous. I was really scared... 
The week before the students came in was good because it was preparation... First 
day was good which I spent with my form group... First day of teaching on the 
whole good but then I had a very bad Year 10 lesson... Really good 6**^ form lesson 
but lots of bad Year lO’s... But then on Tuesday, no Wednesday, really good Year 
10 lesson but here (referring to point on lifeline)... been quite depressed at the 
weekend and actually the Sunday night before the first day, I was quite upset about 
it... and this week I feel quite good because I haven’t gone home with a headache 
everyday. Yeah!
Int: Thank you! So can you just talk me a bit through it?
Res: Yeah
Int: So as you said, this was the second interview you went to. Was it also the first 
positive reply that you got?
Res: Yes, do you mean positive feedback?
Int: No, that you were offered the job.
Res: Yes, so the first interview that I had was with my first placement school and it 
was horrible. The whole day was horrible, horrible, horrible. The way they went 
about it was particularly horrible and my confidence was quite low afterwards, 
because I didn’t really know. It was my first interview. Teaching interviews are 
pretty brutal because you have, you teach a lesson and they watch and then you have 
an interview with them and it really, you’re really on a show, you know, and it’s 
quite scary. I’ve never done one before and was quite frightened about it and they 
had eight of us.
Int: Do you that this is a fair and good way for them to get to know who you are and 
what you can do?
Res: No, not really and that’s the feedback I had, yeah, because they said to me, the 
feedback I got was that I was one of the best student teachers they’ve ever had but 
that none of that came across whatsoever during my interview so it’s obviously not a 
good way, is it? And I didn’t feel that they put us at ease at all really. We had a lot of 
time hanging around just talking to each other. I got quite sucked out by the other 
people and I thought that I would feel comfortable because I already knew the people 
that were interviewing me but in a way it made me feel less comfortable and had I 
not known them I’d probably would have been more, I would have probably 
explained things in more depth because, I think, perhaps I didn’t say enough because 
I sort of thought they knew me already. So that was a lot of the feedback from them 
but then they rang me and said “we’re not going to offer you the job but we do have 
another temporary position until February and it’s very likely that we’ll call you 
tomorrow and offer it to you” so I said “oh obviously it wasn’t that bad!” because I 
had been pretty upset after it because I knew that it didn’t go well and I didn’t really,
I just didn’t enjoy the day. I didn’t really think I actually wanted to work there 
which was a surprise for me because I thought I did until sort of that day. So I was 
just feeling more positive and then they rang and said “actually we’ve offered the 
temporary job to somebody else and you were the third in line so the only that you 
could have got it is if they said no”. So I just felt that because they knew me, they
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kind of used me a little bit? As a back up, just in case and they did that with another 
girl actually that they knew as well so it was just quite a lot of negativity after the 
interview. So then they gave me quite a lot of in-depth feedback which was quite 
helpful. It was quite hard to take actually but it was helpful because then I knew 
exactly what kind of answer I was expected to give in my next interview but actually
the interview w ith ....................(the school she works in presently) wasn’t nearly as
sort of tricky because they weren’t... You know I felt that some of the questions in 
my first interview, like they said to me “what’s your favourite book?” so I just said, 
you know, what my favourite book was and why but what they were actually looking 
for was me to connect that with some sort of lesson that I can teach but they just 
didn’t make it very clear so I just felt that they sort of were trying to trick you up a
little bit. Whereas a t ..................... (the school she works in presently) they made it
very clear what they wanted you to, from the answer, you know, like “can you tell 
me of a time about when you illustrated this?” so I felt much more at ease and 
relaxed and there was only two of us so I think I felt, psychologically, I wasn’t up 
against as many people but funnily enough I knew the girl that I was up against and 
we were very different so it was almost easier because I knew that it was going to be 
one of us and it might not necessarily be for personal reasons that they didn’t take me 
because we had quite different skills and no, the whole experience was much more 
positive and much more, you know, even if I hadn’t have got it, I still would have 
felt quite good about the whole experience.
Int: It would have given you more confidence even for your next interview.
Res: Yes, definitely.
Int: And then, what about the INSET before July?
Res: Yes, so before the summer holidays, I was starting in September but they asked 
me to go in on INSET day with all of the staff so I can meet everybody and sort of 
have this training and then I also went in the day before and observed lots of lessons 
with some of the teachers. So it made me feel that I got to know the Department, I 
got to know who was who. They showed me some of the information on the 
computer that they’ve already got. They gave me some folders, you know, with what 
I would be doing, several information about what I would be doing. I got to know, 
kind of, who was who in terms of, you know, the senior management and things and 
it was just really nice to meet everybody because if it had been left for September, 
there’s quite a lot of things you don’t know so I felt that was really good, and they 
paid me as well which was great! So I just felt like they really were interested in 
making me feel safe and ready to come in in September.
Int: So you feel that you had a better starting point than having a sort of blank hole of 
a summer and coming in September.
Res: Definitely! Because some of my friends were starting in July so obviously they 
had a couple of weeks and then they had known exactly what was going to happen in 
September. Whereas it could be quite nerve-racking, you know, if you don’t know 
anything at all. So those couple of days, it probably wasn’t quite enough. Looking 
back, I could probably have, it would have been helpful if perhaps I had a bit more 
information about exactly what I was teaching but I don’t think that they had decided 
that anyway so I think probably that they did as much as they could.
Int: Perhaps as you said earlier, there’s so much individual leeway of what you can 
do that they anyway had nothing more to give you.
Res: Sure! Exactly! Definitely and they were very conscious of overloading me and 
they wanted to be very careful that they didn’t frighten me or give me too much.
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Int: In a way, it’s positive, you know, they were being sensitive.
Res: Yeah, definitely!
Int: So when did the nerves set in?
Res: So I went away in summer and when I came back, I did some preparation that I 
thought would help. I read all the books that I’d probably had to teach. I tried to do 
as much as I could without really knowing what I was going to be teaching but I got 
extremely nervous because it’s scary, isn’t it?
Int: Is it about the job or is it about fitting in the place?
Res: Both. I was nervous about how I’d get on with the students. I was nervous 
about whether I’d be able to do the job. Because it’s quite a strange thing to go into 
really. There’s no, you have to go in and do the same job like somebody else who’s 
been doing it for twenty years. Of course, you know, when you’re new, you’re not 
going to be as good as somebody with that much experience but essentially you still 
have to try and do the same job as them and that’s quite weird as in most other jobs 
you don’t have that. You start at the bottom and work your way up whereas all of a 
sudden you have to be way up so it’s kind of intimidating. So yeah, I think it was 
probably more, I wasn’t so worried about fitting in because I had met them all 
already and they’d all been so lovely. I felt comfortable about that. It was more the 
job itself that I was thinking perhaps whether I’d be able to do it or not.
Int: But probably with that also came the worry or a little bit of anxiety of being 
judged wrongly if you don’t do it right?
Res: Yeah
Int: So in a way, it is about the job but also about fitting in.
Res: Yeah, and in a way I didn’t want to let them down I suppose. I wanted them to 
be impressed with me and yeah, it is quite a lot of pressure, isn’t it?
Int: And when did that fear start?
Res: Probably about a week before, yeah, about a week before.
Int: And when did it start to fade away?
Res: Subside? On the first day actually. I’m all right, I find this pattern with me. I 
get very nervous about something, it’s the build up that I find worse but once you’re 
there, you’re too busy really, aren’t you, to worry about it. Yeah it’s, when you get 
going I’m fine, it’s the build up that I don’t enjoy. So I got a bit hysterical actually 
the night before the teaching began but then it was fine, really, yeah.
Int: So it was more the fear of “yet to be known”?
Res: Yeah, exactly, fear of the unknown I suppose. I like to know, I like to know 
what it is going to be like.
Int: Do you feel now that you know what you’re going in for the next day on Sunday 
nights?
Res: More or less, because you’re dealing with people and, you know, 30 children in 
each class, you can never really know what they’re going to do or what’s going to 
affect them, things that happen in the day, what time of day, all these things affect 
their behaviour and what they’re like. They’ve got stuff going on in their own life so 
you can never be sure what it’s going to be like and it’s hard to remember that 
sometimes actually. You can sort of guess more or less how it’s gonna go but that’s 
why I’m finding the Year 10 so hard because they are quite unpredictable but on 
Sunday nights I feel better. I still feel a little bit, I had very mixed feelings actually 
because I’m spending so much time doing work. That isn’t necessarily reflected in 
the lessons because even if you do hours and hours of preparation it doesn’t
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necessarily mean that the lesson will go well. So it’s hard to kind of get used to that 
correlation which shouldn’t be true but is all the same.
Int: As you were mapping out the last weeks I realised that in a way, whether it’s a 
good day or a bad day depends on how a lesson goes, of a particular group?
Res: Yeah, I’d say so.
Int: Is that how you’re gauging yourself at the moment?
Res: Yeah, I think so, it is! It’s funny because when you have a bad lesson, it kind of 
cancels out all the good things? So you might, because it’s 8 lessons a day, so you 
might have 7 really good lessons, which is great, you know, that’s a really big 
achievement but you have that one lesson with Year 10 that’s terrible and you forget 
about the others.
Int: It becomes sort of the focus.
Res: Yeah, exactly and at the moment Year 10 is very much a focus, you know. The 
people I work with have been very, very supportive and try to help me sort out 
what’s going wrong suggesting different things to try and make it better. They have 
been saying to me, “don’t let it overrule everything else” because it always happens,
I think, with a lot of teachers. It can become just your focus and it’s wrong because 
you do see them more frequently because they’re doing their GCSE’s. Even though 
it’s hard, you can’t let it take over because then you won’t be focussing on your other 
classes quite so much and it’s silly really. It’s only 1 class out of 6 but you have to 
do it, so, yeah.
Int: But then you said you had a good lesson with the Year 10?
Res: Yes, it was lovely. They were all really nice. I find them, personality wise as 
well, it’s hard. It’s a job where you kind of have not to care whether they like you or 
not but then that’s quite hard in a way because, of course, you want them to like you! 
You know, because it’s a relationship-building job, isn’t it? But then, if they don’t 
like you, I just have to suck it up and get on, but this class, they are like, the older 
ones tend to be harder to kind of build relationships with and there’s some very 
arrogant teenage girls in there and they’re really quite hostile. The way they look at 
you, things that they do during the lesson, it’s quite difficult. It’s all right when 
you’ve got that one person but if you’ve got perhaps 5 or 6 who are doing the same 
thing, it becomes quite a wall of, you know, it’s a little bit frightening. Yeah, it’s a 
bit odd. But then I’m trying very hard not to mind that they’re like that and I know 
that it will get better eventually but it’s quite difficult to sort of deal with. But on 
Wednesday they just did really well. Their lesson went exactly how I wanted it to. 
They all did the work very well for a change and it was a bit like, it was a bit of a hit 
and, but then Thursday they went back to normal.
Int: Oh no!
Res: Yeah (laughing), there’s just no pattern really. I don’t know. But I felt this 
week that I was getting more on top of it. I guess, because it’s week 4 of a 7 week 
term, you’re over the worst of it and we’ve only got 3 weeks to half term. It just feels 
more manageable somehow. Soon we’ll be moving on to new topics which is kind 
of nice for everyone. I just felt. Sixth form were out this week so I had a couple of 
extra free so I got more on top of things and I’m just feeling a bit more in control this 
week which is nice. It’s the first time that I felt like that. But then, you just have to 
take each day as it comes really. It’s quite weird in a way. But I do feel, I think I 
feel more positive than negative.
Int: Yeah, I thought that as well.
Res: Oh good!
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Int: I was gonna tell you, “but you have more positives than negatives”.
Res: Yeah, but then, sometimes it just feels like it’s more overwhelming than that but 
I think it’s a weird cycle that I go through, I think. You know, you’re just so up and 
down.
Int: As you said, as well, it’s one of 6 classes so you have to keep it in perspective? 
Res: Yeah, definitely, yeah! And that’s, sort of, my colleagues have been very good 
with that. They’ve been saying “don’t let them, you know, you’re doing really well” 
and they’ve been really good with sort of encouragement and positive, saying my 
positives and then, that’s really only one negative.
Int: Is it because they are testing you as a new teacher or...
Res: Yeah, I think so. All the students do that to a certain degree but the older ones, 
especially the, this might be wrong, but I think if you’re younger, they have less 
respect for you. For some reason you just have less natural authority, the younger 
you are and I think they feel that they can challenge you more if you are a bit 
younger. That might be wrong, it could possibly be down to personality but...
Int: But with that reasoning it will always get better.
Res: Yeah. I think so. You just need to get to know them, isn’t it, and they need to 
know that I can help them, that I can guide them in their course work. It’s probably 
anxiety on their part as well because in the very first lesson, obviously, I was new to 
them, they discovered that they weren’t the top set -  that caused quite a lot of anxiety 
with some of them who did not feel at ease with some of the students who should be 
in the top set so maybe they’re waiting to see if I can handle it. I’m sure it works 
both ways, isn’t it, and I think they just want to know that I will do a good job for 
them in a way.
Int: Ok, thank you, very interesting. What advice would you give someone 
considering to join the profession?
Res: (Giggled) It’s hard because funnily enough my friend is applying at the moment 
Int: OK, so she’s asked this question.
Res: Because I had such a good experience last year on the whole, I really enjoyed 
the training and I didn’t expect to entirely because everyone, you know, you get so 
many horror stories, and I did quite enjoy it but now it’s all for real. It’s a lot harder 
and do feel a lot bit more mixed feelings about it so I’d definitely say do it but I think 
the NQT year, what I’ve just started is, perhaps the training doesn’t really prepare 
you for what it is actually going to be like and there might be a way of perhaps 
making it more, towards the end especially, making it a bit more, perhaps you could 
just do one week with a core timetable to illustrate to you what it’s gonna be like but 
I’d definitely would give them advice that would be “be as prepared as you can, go 
into school, meet everybody, make sure you know what’s expected and understand 
how the department works and make sure, you know, you’re happy with it, I 
suppose”.
Int: And about joining the organization?
Res: Oh definitely, yeah. I would recommend it to anyone. It’s a lovely school, 
yeah, I really like it. The kids are difficult but you know, it’s a different kind of, the 
background of the students is very different. Because I was working in a different 
borough with quite a distinct make up of backgrounds of the students and that’s quite 
different. It was a lot less affluent and more kind of second generation children 
whereas here is very middle class and it just brings a whole different kind of attitude 
in a way, so it’s hard to get used to that if you’re coming from a different section of
270
London but I mean, you know, they’re lovely girls really. Yeah, I’d definitely 
recommend the organization.
Int: And, what might make you consider leaving?
Res: If I hadn’t got the support, if I didn’t feel supported, if they hadn’t taken 
seriously my issues with Year 10, I’d be seriously thinking about leaving. If the 
work load stays the way it is now and doesn’t get easier, I would seriously consider 
leaving the profession rather than the organization as such.
Int: So what might ensure that you would stay in this organization?
Res: Emmm...(long pause)
Int: Like, what else would you wish to have?
Res: Yeah... a clearer progression route. I think it’s interesting that questionnaire, a 
lot of the questions “do you know, will you be promoted?” blah blah blah but it’s a 
difficult one because the school staff is quite aging and there’s a lot of people that 
will stay there until they retire so there is perhaps less, the turnover is very low and it 
means that if you do want to become a head of department or head of something, 
there might not necessarily be the room for you to do that so in a few years’ time, 
you know I’m perfectly happy to stay as I am for 4/5 years but then if I do want to 
move on and there’s not the room, I might have to go somewhere else to make sure 
that I’m progressing at the pace that, you know, if I want to and it’s interesting 
because there’s another, there’s a girl that joined the year before, a year ago, in the 
same situation as me and she’s finding it quite frustrating because she wants to 
diversify a bit more and do more drama but the way that the timetable is, the 
department don’t really have much say over what you get, what classes you get, so 
I’ve got some drama, loads of other people have got some drama and she’s got very 
little drama so she said, funnily enough on my first day, she said to me “I’m not 
staying here much longer, there’s no progression and I just don’t feel like I’m able to 
grow in the direction I want to” so it would be interesting to see how that develops 
because they do try their best to retain people that, you know, especially if they’ve 
got good skills but there’s only so much they can do really, isn’t it? if they’ve got to 
accommodate a lot of part-time people. There’s obviously a lot of issues about the 
timetable. If you get some class, you can’t really, I don’t think you can necessarily 
say “I want this class, this class and this class” so I don’t think it works like that but I 
think perhaps if it did, it would be easier to keep all the staff maybe happier.
Int: What are you most proud of?
Res: So far?
Int: Yes
Res: Oh, I don’t know! Not having, well, having gone through I suppose and still 
being reasonably positive and I’m proud of, I know that my lessons are probably not 
that amazing. I’m getting through them, you know. Year 10s are really the only class 
that I’m struggling with and it could have been all of them, seriously, I could have 
had problems with all of the classes and that would have been dreadful so the fact 
that quite a lot of the younger ones have just accepted me, sort of, as their teacher, 
kind of doing what I say and doing reasonably good work is quite impressive.
Int: Thank you. Is there anything else that you would like to add?
Res: I don’t think so, really, no.
Int: Thanks, that was very helpful.
(The interview concludes with setting up the following interview)
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A ppe n d ix  F:
Diary Study: Instructions for completion of this booklet.
Thank you very much for agreeing to take part in this study. Your contribution, 
particularly your time and effort, is much appreciated. If you encounter difficulties 
or wish to ask any question while completing this booklet, please do not hesitate to 
call me, Moira Cachia, on 07942 076773 or m.cachia@surrev.ac.uk It is not 
anticipated that you will experience any distress as a result of this diary study. 
However, if you do, please contact the researcher.
The aim of this study is to explore how you experience your daily life on your work 
days. This is done by recording any meaningful experiences occurring during a 
working day and the emotions that are associated with it. It involves your reflection 
on the nature of these experiences and what they mean to you and how they have 
affected you. The researcher is interested in any experience, whether related to your 
work or non-work roles which were significant to you over the period of the study. 
However it would be impossible to ask you to record all events that trigger emotional 
reactions in a day. Therefore you are asked to identify the one that triggers the most 
intense feelings and write about it.
Confidentiality is understandably an important element in this study since it deals 
with sensitive information relating to your organization/team/peers and your home 
life. Your details will remain entirely confidential as each booklet will only carry a 
code number and your name will not be recorded on it. Excerpts from the 
information provided may be used in the published report, however any identifiable 
details will be removed.
Enclosed are 5 identical forms to cover 5 working days (one week). Each form 
needs to be filled in at the end of each working day of the study as marked at the top 
(Day 1, Day 2 etc.). Completing the form at the end of the day allows for that day’s 
happenings to be still fresh in your mind. Completion should take you about 10 
minutes. A separate form is included to be completed at the end of the 5 days.
I would very much appreciate if you manage to record all the five consecutive days 
as the research would benefit immensely from this. If you forget to do so at the end 
of your working day, please complete it as soon as possible, perhaps in the following 
morning.
Thank you for reading these instructions and hope you enjoy this experience.
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Diary Form
Date of completion of diary for Day 1 :
Time of completion of diary for Day 1:
How did you feel today?
Listed below are a number of words that describe different feelings and emotions. 
Please read each word and decide the extent to which each word applies to how you 
have felt overall at work today.
Never Occasionally Some of the time
Much of 
the time
Most of 
the time
All the 
time
Gloomy 2 3 4 5 6
Calm 1 2 3 4 5 6
Uneasy 1 2 3 4 5 6
Enthusiastic 1 2 3 4 5 6
Cheerful 1 2 3 4 5 6
Worried 1 2 3 4 5 6
Comfortable 1 2 3 4 5 6
Tense 1 2 3 4 5 6
Depressed 1 2 3 4 5 6
Optimistic 1 2 3 4 5 6
Relaxed 1 2 3 4 5 6
Miserable 1 2 3 4 5 6
In the space below please write in any other emotions you might have felt and the
1 2 3 4 5 6
I 2 3 4 5 6
I 2 ' 3 4 5 6
Describe the event that triggered the strongest emotional reaction (positive or 
negative) in you at work today:
Who/what was the event associated with?
Please mark the one that applies most strongly and underline any others that apply. 
A colleague A superior (e.g. your Manager)
An organizational issue A subordinate
A family member A friend
A personal issue Other, please specify:
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What were your experienced feelings associated with this event? 
(e.g. satisified, upset)
What did you do as a result o f the event, i f  anything? 
(e.g. made a phone call to clarify the matter)
What thoughts did you have about the event? (e.g. the matter was o f greater 
importance than you perceived previously)
What actually happened in the event described above that prompted the 
experienced emotion?
Finally please say something in general about what sort o f a day it was for you 
today.
Please check that you have completed all the sections in this form -  Thank you!
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Please complete this form at the end of the five days of the study (Day 5).
1. How did you find the process of completing this diary?
2. Was this a typical 5 days of your working life? If not, in what ways was it 
unusual?
3. Did you find completing the diary useful in any way?
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Questionnaire
Thank you for accepting to participate in this study. This questionnaire should only take you a 
few minutes to complete. May I take this opportunity to once again reassure  you that your 
answ ers to the statem ents below will remain confidential and only used in relation to this study.
General information
1. Initial (Nam e/Surnam e first letter):
2. Date of birth:
3. Gender: M ale/Female (mark one)
4. Marital Status: Single, married, cohabiting, separated , divorced (mark one).
5. Is this your first long-term job? Yes/No
6. If you have answ ered “No” to the previous question, what w as your reason for leaving the 
previous job? Tick the ones that are applicable:
O To pursue further studies 
O For career advancem ent 
O Job w as no longer satisfying
O Due to work relationship difficulties with your superiors 
O Due to work relationship difficulties with your peers
O Other reason not mentioned above: ________
Global Satisfaction Scales
P lease mark with X the satisfaction rating that applies in the box below for each  question:
1. How satisfied are you with your job at the mom ent?
1 2 3 4 5
Very A little Neither satisfied A little Very
dissatisfied dissatisfied nor dissatisfied Satisfied Satisfied
2. How satisfied are you with your life in general at the mom ent?
,1 2 3 4 5
Very A little Neither satisfied A little Very
dissatisfied dissatisfied nor dissatisfied Satisfied Satisfied
3. How satisfied are you with your closest relationship at the moment?
1 2 3 4 5
Very A little Neither satisfied A little Very
dissatisfied dissatisfied nor dissatisfied Satisfied Satisfied
For each  statem ent, please choose the answ er that most accurately reflects your present view 
by choosing and putting an X next to one of the following options.
1 = strongly disagree (SD); 2 = disagree (D); 3 = neither agree  nor d isagree (N);
Statements SD D N A SA
1. This organization is a reflection of who 1 am. 1 2 3 4 5
2. 1 identify with other m em bers of this organization. 1 2 3 4 5
3. My commitment to this organization is defined by my contract. 1 2 3 4 5
4. To me working for this organization is like being a m em ber of 
a family. 1 2 3 4 5
5. 1 think that 1 have little to be proud of. 1 2 3 4 5
6. My loyalty to the organization is contract specific. 1 2 3 4 5
7. 1 feel good about myself. 1 2 3 4 5
8. It is important to be flexible and to work irregular hours if 
necessary. 1 2 3 4 5
9. 1 have little respect for myself. 1 2 3 4 5
SD D N A SA
10.1 prefer to work a strictly defined se t of working hours. 1 2 3 4 5
11.1 am like other m em bers of this organization. 1 2 3 4 5
12.1 expect to grow in this organization. 1 2 3 4 5
13.1 would rather not talk myself up to anyone. 1 2 3 4 5
14.1 only carry out what is necessary  to get the job done. 1 2 3 4 5
15. The organization develops/rewards em ployees who work 
hard and exert them selves. 1 2 3 4 5
16. 1 would rather not tell that 1 belong to this organization. 1 2 3 4 5
17.1 feel this organization reciprocates the effort put in by its 
em ployees. 2 3 4 5
18.1 do not identify with the organization's goals. 1 2 3 4 5
Statements SD D N A SA
19.1 expect to gain promotion in this organization with length of 
service and effort to achieve goals. 1 2 3 4 5
20.1 would like to continue working with this organization. 1 2 3 4 5
21.1 have little respect for this organization. 1 2 3 4 5
22. 1 work to achieve the purely short-term goals of my job. 1 2 3 4 5
23.1 would rather belong to another organization. 1 2 3 4 5
24.1 have a reasonable chance of promotion if 1 work hard. 1 2 3 4 5
25.1 think that this organization has little to be proud of. 1 2 3 4 5
SD D N A SA
26. My job m eans more to me than just a m eans of paying the 
bills. 1 2 3 4 5
27.1 feel good about this organization. 1 2 3 4 5
28. My career path in the organization is clearly m apped out. 1 2 3 4 5
29.1 dislike being a m em ber of this organization. 1 2 3 4 5
30.1 am motivated to contribute 100% to this organization in 
return for future employment benefits. 1 2 3 4 5
31.1 work only the hours se t out in my contract and no more. 1 2 3 4 5
32.1 feel part of a  team  in this organization. 1 2 3 4 5
Thank you for completing this questionnaire.
Moira Cachia 
Principal R esearcher
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